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SECTION 1: INTRODUCTION




SUMMARY

The National Academy of Sciences/National Research Council (NAS/NRC), through its
Center for Science, Mathematics, and Engineering Education (Center), has completed the
Defense Reinvestment Initiative (DRI) project funded by the Department of Defense (DOD).
The key objectives of the project have been to design, plan, implement, and evaluate a strategy to
prepare professional scientists, mathematicians, and engineers from military duty, defense-related
and aerospace industries, and national laboratories for careers in secondary school mathematics
and science teaching. The DRI Advisory Board (DRIAB) and staff, in cooperation with
administrators and teachers of Los Angeles Unified School District (LAUSD) and faculty and
administrators at California State University, Long Beach (CSULB), designed a single subject
teacher credential program that is aligned with content, teaching, and assessment standards for
science and mathematics education. After the cohort of participants (DRI Fellows) had
completed the formal credential program, two years of follow-up professional development and
support were provided. An external evaluator was retained to evaluate the program.

Early in the project, DRIAB approved the following mission statement:

The NRC'’s Defense Reinvestment Initiative (DRI) will develop a model
program in the Los Angeles Unified School District for the transition of science and
engineering professionals into careers in secondary school science and
mathematics teaching in inner city schools. DRI intends to provide a unique
opportunity to develop a new teacher preparation and certification program that is
aligned with education reform efforts in mathematics and science; create a way for
professional scientists and engineers to become classroom teachers; combine
teacher preparation with a strategy for placing new teachers in schools that are
beginning to align their science and mathematics programs with these national

education reform efforts; and enhance the classroom experience of those new
teachers.

The project received sixty-three applications, forty-one applicants were selected for
interview and twenty candidates and four alternates were selected for the program. Of
those, fifteen opted to participate and twelve completed the one-year credential program.
During the next two years, three others left the teaching profession. Thus by December
1998, nine of the original fifteen Fellows were still teaching. Most were teaching in urban
settings. The total cost for the program was $1,778,000, a significant portion of which was
spent on start-up costs and in stipends for the Fellows.

During the course of the program, several challenges were encountered. A major obstacle
was the difficulty that the Fellows had in passing the subject matter examination, Praxis. Two of
the Fellows pursued the physical science credential and the remaining Fellows pursued the
mathematics credential. All of the Fellows failed to pass their initial attempt, and by December
1998, only five of the remaining nine Fellows had passed the Praxis examination. Some of

mathematics Fellows have yet to pass the examination, the two physical science Fellows
eventually passed the test.




Another challenge was finding faculty and cooperating teachers who could mentor the
Fellows and who modeled the various types of teaching described in the mathematics and science
education standards. Some of the initial mentors were removed from this program because they
themselves did not have a full California credential. Because of these issues, the professional
development provided in the two years post-credential became a vital source of information and
modeling on standards-based mathematics and science education.

Despite the small number of participants, some important insights were gained through
this project:

e Careful selection of potential teachers may reduce the later attrition rate.

e Early introduction to the classroom for potential teachers, especially those who are choosing
teaching as a second career, may also reduce the attrition rate.

e Gradual transition into independent teaching was reported by the participants to ease the
stress of student teaching and first year teaching.

e Strong support mechanisms for new teachers can lead to a higher retention rate, but cannot
completely overcome some of the negative aspects of first and second year teaching that are
common in many school districts in the United States.

¢ Even individuals with strong science, mathematics, or engineering backgrounds may have
difficulty passing the subject matter examinations required in California, and programs
should address this issue at the outset.

e Individuals coming out of science, mathematics, and engineering careers represent a potential
source of new teachers of science and mathematics, if they are prepared in a carefully
constructed credential program that addresses the needs of mature learners.

¢ Education standards can be part of a single subject credential program, but care must be taken
to address the fact that many older candidates are unfamiliar with or even hostile towards
some of the ideas presented in mathematics or science education standards.

Recommendations for future programs include:

e Recommendation 1. Carefully select candidates for teacher credential programs, even if
it means that the program will not be completely filled.

e Recommendation 2. Encourage qualified candidates to enter teaching as second career
program by providing adequate financial incentive.

e Recommendation 3. Provide early and frequent entry into the classroom for the potential
teachers.

e Recommendation 4. Present both the recommended pedagogy and content matter
together when it is relevant as well as in ways that model good teaching practices.




¢ Recommendation S. Foster a sense of professionalism and importance of career-long
learning in new teachers.

e Recommendation 6. Provide new teachers with a support system.
BACKGROUND

In the early 1990s, the DOD began downsizing military bases and other operations which
greatly affected the economy of Southern California. The aerospace industry was especially
hard-hit. From 1988-1993, approximately 108,000 jobs were lost in aerospace in Los Angeles,
Orange, and San Diego Counties.! This accounted for the loss of over $4 billion in wages and
almost $3.5 billion in other indirect services. One-third of the unemployment claimants from
aerospace were long-term unemployed, with especially high rates for engineers, scientists, and
older workers. One-fourth of reemployed aerospace workers found jobs in retail and low-skill
service industries. African American and Hispanic workers suffered from higher than average
lay-offs and lower than average reemployment.

At the same time, Southern California schools were suffering a shortage of well-qualified
mathematics and science teachers, especially in large urban centers such as Los Angeles. At the
start of the 1993 school year, LAUSD had a shortfall of approximately 100 science and
mathematics teachers.> Moreover, in many inner city secondary schools in Los Angeles, as well
as other urban districts, over 50 percent of the mathematics teachers were not credentialed to
teach mathematics.” In some cases, these teachers were teaching on an emergency credential and
possessed a rich content background, but little knowledge of how to present the material to
students, especially ethnically diverse students and students coming from impoverished
environments. In other cases, these teachers were credentialed in disciplines other than
mathematics, and thus did not have sufficient content expertise.

In 1993, as LAUSD prepared their Urban Systemic Initiative proposal to the National
Science Foundation (NSF), teacher preparation and enhancement in mathematics and science was
placed at the “highest priority.””* LAUSD administrators and teachers were especially concerned
with the quality and quantity of mathematics and science education in their inner city schools, the
facts and figures of which coincided with those reported nationally.” In large urban school
districts, fewer than 7 percent of high school students were taking advanced mathematics courses
and fewer than 10 percent were taking advanced science courses. Among Hispanics and African
Americans, the figures dropped to 2.7 percent for those taking advanced mathematics courses
and 6.8 percent for those taking advanced science courses. Jane Butler Kahle, a noted science
educator from Miami University of Ohio, has identified increased availability and enrollment in

! International Association of Machinists and Aerospace Workers, data collected from diverse sources, 1994.

? Christopher Holle, United Teachers of Los Angeles, report to Planning Meeting, 1993.

* Los Angeles Unified School District Urban Systemic Initiative (LA-SI) report, 1994; Superintendent, Santa Ana
School District, personal communication.

* LA-SL. Proposal submitted to the National Science Foundation, 1994.

> Strategies for Success: Achieving the National Urban Education Goals. The Council of Great City Schools,
proceedings from meetings with representatives of 70 national education business and philanthropic organizations. 1991.




advanced mathematics and science courses as critical indicators of high-quality equitable
mathematics and science education.’®

It was in this context that the NRC convened a two-day planning meeting at the Beckman
Center in Irvine, California to study the feasibility and potential design of a project which would
offer displaced aerospace and defense personnel an opportunity to become well-qualified,
effective mathematics and science teachers. Scientists and engineers leaving the military,
defense-related industry, aerospace careers, and national laboratories were assumed to represent a
potentially large pool of talent for career teachers who can teach according to the guidelines in
the national standards for mathematics and science education. Appendix B is the report from the
planning meeting. The issues addressed at the planning meeting were:

e types of alternative teacher certification programs that existed, primarily in California;

e credential or licensure requirements for teachers who enter the teaching work force through
alternative certification programs;

e placement and employment opportunities in schools for scientists and engineers after the
retraining period;

e support needed from the current employers of scientists and engineers wishing to make a shift
into teaching careers;

e appropriate role(s) for the various players, including the NRC, colleges and universities, state
credential board, cooperating school systems, federal agencies and laboratories, industry, and
others; and

e key elements of successful certification programs.
PROGRAM SCOPE

The DRI project was divided into five phases plus the pre-award activities described
above, as indicated in the following chronology of events.

Pre-award Activities
1993 October Feasibility Discussion Group Meeting, Beckman Center

Phase

1994 November Initial Contract with DOD awarded
Staff hired and DRIAB appointed

1995 February First DRIAB Meeting

March Haberman Interview Training Workshop
April Applicant files reviewed

May Interviews with applicants

June Schools secured

® Jane Butler Kahle. Measuring Progress Toward Equity in Science and Mathematics Education. NISE Brief, Vol. 2,
#3. August, 1998.
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Phase II

July
August
September
October

November

Phase IIT

1996

November
January

June
August

September

Phase IV

1997

1998

November
February
April

May

August
September
November
February

March
May

Phase V

September

December

Evaluator selected
Fellows accepted

Fellows began CSULB program

Second DRIAB Meeting

RFP for second cohort credential program issued

Informational meeting for Proposal for Second Cohort

Professional Development Seminar at California Museum of Science and
Industry, Reception for Los Angeles Dignitaries

Third DRIAB Meeting

Site for Second Cohort selected

Professional Development Seminar at California Institute of Technology
Workshop for Cooperating Teachers

Fellows began Student Teaching

Fellows completed credential program

Fourth DRIAB Meeting

Professional Development Seminar at Discovery Museum’s Launch Pad
Most Fellows began teaching

First Saturday Seminar for Fellows

Saturday Seminar for Fellows

Two Saturday Seminars for Fellows

Paper presented at National Association for Alternative Educator
Preparation, Certification, and Licensure meeting, Norfolk, VA
Fifth DRIAB Meeting

Saturday Seminar for Fellows

Summer Workshops for Fellows

Two Saturday Seminars for Fellows

Saturday Seminar for Fellows

Sixth DRIAB Meeting (half-day)

Two Saturday Seminars for Fellows

Two Saturday Seminars for Fellows

Saturday Seminar for Fellows

Final DRIAB Meeting

Final Report Drafted

Two Saturday Seminars for Fellow (following amendment to contract)
Mentoring Workshop for Fellows (following amendment to contract)

11
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THE DRI PROGRAM

The results of the planning meeting led the NRC to respond positively to the DOD’s
interest by submitting a proposal for a pilot project in LAUSD. The proposal addressed four
perceived critical needs:

e the need for teacher preparation and credential programs that incorporate lessons learned
from current education reform efforts, especially national education standards in science and
mathematics;

e the need for ongoing collaborative relationships between colleges and universities and school

districts in the area of teacher preparation and credentialing;
¢ the need for a large number of well-prepared science and mathematics teachers in inner city
schools; and

e the need for an enlarged cadre of teachers of science and mathematics who can serve as
leaders of education reform.

The key objectives of the pilot program were to:

e create a new teacher credential program that prepares teachers to teach in ways called for by
major education reform initiatives;

e give scientists, engineers, and mathematicians who are interested in teaching an opportunity
to participate in the new program and become certified to teach science or mathematics in
middle school or high school;

e place those well-prepared science and mathematics teachers in schools where science and

mathematics education is in the greatest need of improvement and support and where there is

recognition that change is needed;

¢ link experienced expert teachers with the newly prepared teachers to provide ongoing support

for the new teachers; and

e monitor the new teachers and the master teachers over an extended period of time to assess
their contributions to reform efforts in LAUSD.

The site of the pilot program was LAUSD, in particular, schools in South Central Los

Angeles. A list of the schools selected to participate is given in Appendix C. The site was selected

because of the diversity of its student population and its proximity to military and industrial sites
whose work force needs were changing. LAUSD is the second largest school district in the nation,
representing 28 cities in Los Angeles County. Based on 1991-1992 figures’, 12.5 percent of all
students enrolled in California public elementary and secondary schools attended schools in
LAUSD. Ofthose, 65.1 percent were Hispanic, 14.6 percent were African-American, and 7.7
percent were other ethnic minorities. LAUSD had been selected as one of the cities eligible to
compete for a NSF Urban Systemic Initiative (USI) and had a USI development team in place.
Subsequently, LAUSD was awarded USI funding.

" LAUSD Information, 1994,




The guiding principles behind the construction of the DRI proposal were those found in the
professional development standards in mathematics and the then draft standards for science that call
for:

e teachers to learn teaching through experiences aligned with standards for students;
e ' acoherent program connecting knowledge of science and mathematics with pedagogy; and
¢ an understanding of the human development of children and youth.

The initiative incorporated lessons learned from other programs that were designed for mid-
career moves into teaching and added several key elements. These elements provided exposure to
the teaching profession early in the program, strongly emphasized the role of expert teachers (called
Cooperating Teachers), and recognized the importance of the school environment in which the
participants were placed.

The NRC selected CSULB as the education partner of the program because the California
State University System is California’s largest system of teacher education and credentialing. The
CSU System credentials 11 percent of the nations total teaching force.® CSULB, in particular, had
experience in second-career teacher certification programs, was reputed to maintain a close
cooperation between the colleges of science and education, and had an excellent relationship with
LAUSD and the Commission on Teacher Credentialing (CTC).

Additional important elements of the DRI program follow.

e The DRIAB, CSULB faculty, and DRI staff worked closely with the CTC to ensure that the
program met all requirements for the California teaching credential.

o Staff worked closely with LAUSD to ensure that teaching positions were available to the
Fellows at the completion of the program. The program was designed to conform to the best
practices identified by national education reform strategies. National standards were proposed
to be the basis for teacher preparation and student learning, with a content-based pedagogy that
was customized for the DRI Fellows. Active programs of observation, mentoring, coaching,
reflection, and cooperative learning among participants were proposed in order to promote
effective teaching and appropriate assessment of teaching and learning processes.

e The DRI Fellows were given adequate time to explore all of the career change issues they were
about to make; for example, decisions about the grade level (middle or high school) at which
they wished to teach, the realities of classroom management and teaching in an inner city
school, expectations about salary and instructional materials, facilities, and human resources.

e The program intended to foster collaboration among the teachers; the participating university
science and education faculty; and the university, schools, and school district involved.

e The program was to promote leadership development for the experienced teachers as well as the
DRI Fellows.

¢ Financial support, a $22,000 stipend, was provided to the Fellows as they progressed through
the first year of the program.

8 California State University Fact Sheet, California State University Chancellor’s Office.

14




o The group of Fellows was organized as a cohort that continued to function as such throughout
the program.

The original proposal to the DOD, funded at $5 million, included two cohorts of teaching
Fellows, 20 participants in the first cohort, 40 in the second. In order to accommodate the increase
in number of participants, a request for proposals was to be issued to all colleges and universities in
the Los Angeles area. However, in FYT 1996, the DOD, because of governmental budget
reductions, declined to fund support for a second cohort of Fellows. Funding for the support
systems for the first cohort of Fellows remained intact, however. During this time, which was the
first two years of teaching, the Fellows attended monthly meetings throughout the academic year
and were provided with opportunities for summer workshops and travel to professional teachers

meetings. The total cost of the program over the period of four years and two months was
$1,778,000.

The continuity of the evaluation process by an external evaluator was maintained for the
duration of the program. Regular formative evaluations were provided so that changes could be
made when necessary. The yearly assessments and reports were submitted to staff and the Advisory
Board and the Evaluator’s Final Report includes the major findings from the whole of the project.
The Final Report from the external evaluator is available as Appendix D. It should be noted that
the external evaluator was directly involved in the program at various stages. For example, the
evaluator had several private meetings with the Fellows together as a group as well as individually,
he attended the DRI Advisory Board meetings, and had telephone calls and email correspondence
with the NRC staff. In the statement of work to DOD, the external evaluator was to provide both a
formative and summative evaluation of the project. The feedback of the evaluator during the
project helped the Advisory Board and staff make changes that would help improve the Fellows as
they progressed through the project.

DEFENSE REINVESTMENT INITIATIVE ADVISORY BOARD

The Defense Reinvestment Initiative Advisory Board (DRIAB) was formed to provide
guidance for the project. The majority of DRIAB members were from the Los Angeles area and
had experience in science and mathematics education at a state and national level. For example,
membership included the President of the National Council of Teachers of Mathematics, the Acting
Director of the California State Systemic Initiative, and the Co-Principal Investigator of the Los
Angeles Urban Systemic Initiative. There were also representatives of teacher preparation
programs; mathematics and science teachers; school, state, and district administration; scientists
and mathematicians; and the community at-large. Appendix E is the roster of appointments to
DRIAB for the duration of the project.

From February 1995 through September 1998, seven DRIAB meetings were held.
Attendance at the meetings ranged from 55 percent to 80 percent of the membership. Attendance
varied according to the time of the year of the meetings, with fall meetings being attended more
than mid-winter meetings, and according to the length of notification about the meeting. Guidance
from DRIAB was also sought between meetings through consultation with the Chair and Vice-
Chair and through e-mail and fax with the entire committee.

15




DRI FELLOWS
Recruitment

An active recruitment and public awareness campaign which incorporated the following
strategies was instituted.

¢ Contact was made with the separation transition units on the Los Angeles area military bases.

A presentation was made at the El Toro Marine Base. The DRI staff was placed in contact with
interested people on the Los Angeles Air Force Base via e-mail.

e A targeted news release was sent to local newspapers, aerospace-and defense-industry company
newsletters, and national publications of interest to the military (e.g., Army Times) or to
aerospace engineers (e.g., Electronic Engineering Times). Appendix F includes the news
release announcing the program and examples of press coverage.

e Los Angeles area Private Industry Councils (PIC) were contacted and a presentation was made
at the Verdugo Hills PIC.

e Letters and brochures were sent to Human Relations offices associated with local industry.

e A flyer was placed in the pay envelopes of Los Angeles Unified School District. This was one
of the more successful recruitment strategies.

e A recruitment brochure was sent to interested people (also included in Appendix F).

Media coverage was more extensive than originally anticipated and engendered an editorial
in the Los Angeles Times urging more of such programs.’

“I have always wanted to teach, but couldn’t get out of the rat race long enough to
get the proper credentials,” said one aerospace engineer who responded to a
newspaper story. “Although I'm being forced out, I'm now looking forward to a
whole new career. Iworry about taking a pay cut, but I think teaching will have
other rewards.”

Selection

Because several reports have indicated that one reason for teacher burnout is a feeling of
isolation, and that the most effective teachers are those who communicate with one another'®,
DRIAB recommended that the Fellows have, in addition to their academic qualifications, the
following qualities: aptitude for team building, ability to form and work within a support group,
ability to engage in discourse. Moreover, because the teachers were being encouraged to teach in
Los Angeles inner city schools, where there is a diverse student population, sensitivity to issues of

? “A Retraining Program that Adds Up”. Orange County Perspective, Los Angeles Times. Sunday, August 20, 1995.
' Mary Jane T. Pearson and Bill Honig. Success for Beginning Teachers. California Department of Education,
Sacramento. 1992; National Commission on Teaching and America’s Future. What Matters Most: Teaching for
Ameria’s Future. 1996; National Research Council. “Science Teaching Standards”. National Science Eduation
Standards. National Academy Press. 1996; Martin Haberman. Star Teachers of Children in Poverty. Kappa Delta
Press. 1996.
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access and equity are important. DRIAB members also recommended active recruitment of women
and minorities to serve as role models for a diverse student population.

Application forms were developed using guidelines from other NRC Fellowship programs
and the required CSULB forms. Approximately 250 applications were sent to individuals and
groups after being requested. Sixty-three completed applications were received. Of these
applicants, seven described themselves as African-American, six as Hispanic, 11 as Asian, 34 as
White, three as “Other”, and two declined to answer. Fifty-seven applicants were male and six
were female, a proportion which reflects the population from which the applicant pool was drawn.
A selection panel consisting of DRIAB members, representatives from LAUSD and CSULB, and
DRI staff read the completed applications. Each application was read by three individuals and
given a numerical rating. The rating criteria follows:

e Interest in and dedication to entering teaching; e.g., registration for or completion of
examinations required for certification, participation in activities involving children, or some
experience in teaching children or adults;

e  Knowledge of or sensitivity to the urban school setting as evidenced by practical, realistic
comments in the personal statement;

e  Experience in working effectively in a team situation;

Strong content background in mathematics or science; and

e Breadth of background in coursework and interests.

The top 45 applicants were invited for interview. Four declined the interview. Of those
interviewed, four described themselves as African American, six as Hispanic, seven as Asian, 23 as
White, and one as “Other”. Of this group, 38 were male and three were female.

The DRIAB approved the use of the Haberman Urban Teachers Selection Interview
(Appendix G). The Interview has been used by several large school districts to select teachers who
will be most likely to be successful in an urban setting. Ten members of the LAUSD personnel
department, one representative from CSULB, five DRIAB members, and two DRI staff participated
in a one-day training session for the interview. Two trained interviewers interviewed each of the 41
candidates. The Haberman Interview evaluates candidates using a numerical rating system based
on persistence in problem solving, willingness to support student learning in the face of or even
against school policy, ability to put ideas into practice, reaction to “at-risk” students,
professionalism in orientation to students, ability to cope with potential burnout, and ability to
accept and deal with their own human fallibility. These criteria were developed by Dr. Haberman
after years of studying successful and unsuccessful teachers of inner city children in poverty.

Twenty DRI Fellows and four alternates were chosen on the basis of the scores from the
reading panel and the scores by the interviewers. Of this group, three asked to defer until the next
cohort (one because of previous summer plans, two for health reasons), two decided to continue as
aerospace consultants, two decided that the driving/travel time was prohibitive, one decided to enter
another certification program, and one had been still employed in acrospace and decided not to
leave.
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Profile of the Fifteen DRI Fellows, 1995

Average age: 48

Ethnicity: two African American, one Asian, five Hispanic, seven
White

Gender: one Female, 14 Male

Education: nine Bachelor’s in an engineering field; three Master’s in an

engineering field, one Bachelor’s in Mathematics, one
Bachelor’s in Physics, one Bachelor’s in Economics
Previous Employment: All were previously employed in aerospace
CBEST'": seven passed, six had not yet taken'
Language other than English: five Spanish, one Farsi, one German, one French

“I spent time in the military and in the defense industry,” said one
newly recruited DRI Fellow, who was a former Air Force colonel. “I
know that the United States is going to need a technologically
capable, scientifically literate populace, and I am now in a position to
be able to affect the education of the citizens of tomorrow.”

Table 1 compares the average score each Fellow received from reviewers of the
applications, the average score for the Haberman Interview, and the status of the Fellow as of
December 1998. As can be seen, having a low score in one or both of the selection methods did
not necessarily predict which Fellows would leave the program or be successful in their teaching.
In fact, the person with the lowest score after application review and the person with the lowest
interview score are both successful teachers in inner city schools. It should be noted, however,
these represent the highest scores among the 41 candidates interviewed.

DRI Fellow P.P., who came to the United States as a poverty-stricken teenager from
South America, recalls what it was like going to school with only limited English
skills. “I want to be a role model and show [the Hispanic students] that it can be
done,” he said. “That they can make a good life for themselves through
education.”

' California Basic Education Skills Test. Passing this test is required for all teachers in California.
12 All six took the examination before beginning the program or shortly thereafter and all six passed on the first attempt.
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Table 1. Application and Interview Scores of the DRI Fellows with
Their Status at the End of the Project

DRI Average Written | Haberman Interview | Status as of December 1998

Fellow Application Score (45 possible)

Reference | Score (4.0

Number possible)

1 3.9 38.88 Teaches math full-time, LA urban
high school

2 3.67 37.0 Taught math full-time in two LA
urban schools, currently teaches part-
time in LA adult school

3 3.57 313 Teaches math full-time, Long Beach
continuation high school

4 3.27 38.25 Left program after one year of
teaching in urban middle school due to
dislike of teaching

5 3.27 35.88 Teaches math full-time in LA urban
high school

6 3.15 33.88 Teaches math part-time in LA adult
school

7 3.13 33.68 Left the program before student
teaching due to unwillingness to
complete credential requirements

8 2.9 29 Left program after one year of
teaching in urban high school because
of personal financial reasons

9 2.6 28.25 Left program after two months for
personal reasons

10 2.6 23.25 Teaches math full-time in LA urban
middle school

11 25 30.13 Was dismissed from the program
because of poor reviews by
Cooperating Teachers

12 2.47 34.13 Teaches chemistry full-time in
Pomona suburban school

13 243 32.88 Substitute taught in various urban and
private schools, currently on medical
leave

14 2.37 38.88 Teaches math full-time in Orange
County urban school

15 2.04 27.63 Teaches math and science full-time in
LA urban school
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Progress

During the credential phase of the program, each Fellow received a stipend of $22,000.
Since most people who go into teaching as a second career get no stipend at all during the
transition, and most of the Fellows had been out of work or had been working at low paying jobs,
the stipend was viewed as an added bonus to the certification. Some applicants still worked in
aerospace at higher salaries than the stipend, and applied because they feared for their jobs. The
Fellows felt this stipend, more than most programs, was adequate for expenses while
transitioning into a new career. The CSULB fees for the credential program were also paid for
through the DRI subcontract with CSULB.

Three DRI Fellows did not complete the credential program. One resigned early in the
program due to personal reasons. A second was asked to leave the program before the student
teaching period because of several poor evaluations from his Cooperating Teachers. A third
returned to the engineering field, having become disgruntled about the California credentialing
requirements.

Two of the remaining 12 Fellows chose physical science as a credential subject, ten Fellows
chose mathematics. The California Commission on Teacher Credentialing requires proof of subject
matter competence in order to obtain a single subject teaching credential. Unless a candidate has
recently completed an approved course of study in the discipline, two tests are required. The first
test is the “Single Subject Assessments for Teaching” (SSAT), which is a multiple-choice question
examination administered by National Evaluation Systems. All teaching candidates must pass this
examination. The second test is the problem-oriented “Praxis Series: Professional Assessments for
Beginning Teachers” administered by Education Testing Service. This examination is single
subject based. The Praxis test proved to be a considerable stumbling block, especially to the
Fellows in mathematics. If a candidate has an undergraduate degree in the subject matter, they can
waive taking this examination, but for all other non-majors regardless of their past subject matter
coursework, they are required to pass this examination. The two Fellows who took the physical
science credential did not experience the same long-term failure of passing their Praxis
examination. When none of the Fellows passed the Praxis examination at the first attempt, it
became their major focus, which made any other activities peripheral in their view. In fact, the
overall cumulative pass rate for all participants taking the mathematics Praxis examination is 15.1
percent. > Because CSULB had previous experience in programs for adults choosing teaching as a
second career, some difficulty for the Fellows in passing these examinations was anticipated and
planned for. The CSULB program included a course in discreet mathematics offered by a
mathematics professor during the introductory summer session. It also included structured time
when the Fellows could tutor each other, called ‘Operation Bootstrap.” However, the version of the
Praxis examination which the DRI Fellows took was new and the Fellows were among the first
groups to take the current version. Therefore, planning for the coursework and tutoring was based
only upon assumptions about what might be on the examination. After the first unsuccessful
attempt at the Praxis examination, mathematics or physical science graduate students were hired to

1 Brunsman, Bethany A. and Robert E. Carlson. Annual Report on the Praxis and SSAT Examinations in English,

Mathematics, and Social Sciences December 1995-June 1998. California Teacher Credentialing. Sacramento, April
1999.
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tutor the Fellows on identified areas of weakness. During the second half of the program at
CSULB, a tutor was hired who specifically tutored toward passing the Praxis examination. By the
end of 1998, four of the remaining mathematics Fellows still have not passed Praxis. None have
made an attempt at re-taking the test since they began teaching. Of the two who are employed in
full-time teaching positions, one has completed all coursework in mathematics to fulfill the
credential requirement without taking the Praxis examination, the other has begun to do so. The
remaining two are teaching part-time or substitute teaching, one in adult school.

As the Fellows entered their first year of teaching, five were employed full-time in LAUSD
inner city schools. Of the others, most were employed in urban schools. The average starting
salary was $30,343. Two Fellows left the program after one year, one for personal financial reasons
(although he wishes to return to teaching eventually) and one because she found she did not like the
constant challenge of classroom management, the politics of school administration, and teaching, in
general. After two years of teaching, five Fellows remain employed at their original school, two are
employed full-time at schools other than their original school, two are teaching in adult school, and
one has taken a hiatus from teaching due to health problems.

One of the Fellows who left after one year of teaching said, “'I am grateful to the
DRI program for renewing the confidence and discipline I thought I had lost in the
intervening years since my previous college experiences. I think it takes a special
‘gene’ to be a teacher, and I just didn’t have it and couldn’t develop it.”

Throughout the project, several Fellows reported that they had offers to return to the
aerospace industry on either a permanent or temporary basis. The Fellows declined these offers. In
the final stages of the program, the external evaluator asked the Fellows about their plans to remain
in teaching. All nine of the remaining DRI Fellows said that they plan to remain in the field for the
rest of their career, whereas less than 60 percent of teachers nationally give that response.'*

According to the program evaluator, as the program progressed, there was a significant
positive shift in the Fellows’ attitudes toward the methods of teaching which are congruent with
recommendations of national and state education reform documents. In the Year One Report, the
evaluator reported that five of the 15 Fellows had negative attitudes about the teaching methods
endorsed by state and national reform documents. In the Year Two Report from the same
evaluator, ten of the remaining 12 Fellows reported that they were “anxious to try these techniques
out” on their “own” students. The remaining two categorized themselves as “receptive” to using
less traditional methods. The factors for this change included the Fellows’ observation of student
excitement when the more interactive methods and curricula were used versus the student boredom
when the teaching was more traditional, as well as the boredom felt by the Fellows themselves after
spending time in a traditional classroom.

By the end of the Fellows’ second year of teaching, the program evaluator noted that most
of the DRI Fellows were not only basing almost all of their preparation, delivery, and assessment

¥ Jainping Shen. “Has the Alternative Certification Policy Materialized Its Promise? A Comparison Between
Traditionally and Alternatively Certified Teachers in Public Schools”. Educational Evaluation and Policy
Analysis, Vol. 19, # 3, Fall, 1997.
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practices on the standards, but many were encouraging other teachers in this direction as well. He
observed that there was a good flow of pedagogical, content, student exercise and activity
information, and materials among the Fellows themselves.

As indicated in Table 1, seven Fellows are currently teaching full time in Los Angeles or
Orange County public schools. Two Fellows are teaching part-time in LAUSD adult schools, the
clientele of which are predominately young adults who previously dropped out of high school. Two
of the Fellows who are not currently teaching have expressed a desire to re-enter the teaching
profession when personal situations allow them to do so. The loss of three Fellows during the
CSULB credential program is not unexpected nor unusual. In any classroom situation, there will be
those who will not complete for a variety of reasons. When comparing the attrition rate of the
remaining 12 Fellows who actually entered teaching, the rate is lower than that reported in national
studies.”” The external evaluator attributes these results to several parts of the program (Appendix
D):

Early classroom observation

Cooperative Teaching

Two year follow up

Active participation by the DRI Program Office

The accomplishments that the Fellows are experiencing is worth noting. Both the external
evaluator and the DRI staff report that administration and teachers at the schools where the Fellows
are teaching speak well of their teaching skills, content knowledge, and leadership capabilities.
According to the external evaluator, the Fellows have gained seniority and are exerting more
influence within their departments. One is developing his schools’s first honor’s science course.
Two Fellows are chairing school-wide committees.

An Assistant Principal at Bell High School in South Central Los Angeles recently
said, “We were so honored and pleased to have been one of the DRI training sites,
because this is one of the few programs that have addressed the needs of urban
schools. We immediately hired DRI Fellow Mr. E. G. when he completed his
credential, and we have not regretted it. He is one of our top mathematics teachers.
I wish we could have worked with another cohort of DRI Fellows.”

THE CSULB CREDENTIAL PROGRAM

On July 10, 1995, 15 Fellows began the program at CSULB. The course of study was
planned through the formation of a Campus Advisory Group made up of faculty from the
Mathematics Department, including mathematics educators, the Science Education Department,
and the School of Education. According to Dr. William Ritz, director of the program at CSULB,
this marks the first time these faculty members have taken the opportunity to meet together and plan
a coordinated program. The Campus Advisory Group continued to meet throughout the year to
design and implement coursework specifically for the DRI Fellows. Although the curriculum

15 Tbid.
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contained all of the elements of the traditional credential program at CSULB, the courses were
divided into modules so that the Fellows could spend more time at the school sites than is usually
possible in traditional credential programs. Throughout the program, from the first week in the
summer introductory course through student teaching, the Fellows spent a minimum of two full
days in the schools. Some coursework was provided that satisfied the Cross-cultural, Language and
Academic Development (CLAD) credential.

The Fellows were placed in cooperating schools within the first week of the program. A
flow chart of their in-school responsibilities is shown in Figure 1. They began by observing
teachers of mathematics and science at the middle school and high school levels. It was mandatory
that they visit at least one middle school and one high school during the course of the introductory
summer class. The classroom observations were directed in that there were particular assignments
to be completed at the school sites that corresponded to the CSULB coursework.

“I expected the school to be depressing, with unruly, unmotivated kids,” said DRI
Fellow K.H.K., who spent his first day at Berendo Middle School near downtown
Los Angeles. “The school is like an oasis in the middle of some of the worst Los
Angeles gang territory. It is obvious that discipline is stressed and the kids regard
the school as a safe haven, where they can engage in the fun of learning. I loved
every minute of it — the kids and the teachers were great!”

The next stage of their fieldwork in schools included working with individual students and
small groups of students so that they could begin to understand how students learn. Under the
supervision of a Cooperating Teacher, Fellows were given assignments for interviewing students on
specific topics, tutoring individual students, and observing and facilitating groups of students.
These experiences were then reported on and discussed during university class time.

A third stage was cooperative teaching with an experienced teacher. In an effort to make a
smooth transition from the observation phase to eventual student teaching, Fellows were paired
with one or two Cooperating Teachers at one of the school sites. The concept of cooperative
teaching was that the Cooperating Teacher and the DRI Fellow would work together on certain
lessons so that the Fellow could gain confidence in lesson preparation, delivery, and assessment.
The Fellow and the Cooperating Teacher were encouraged to jointly prepare lesson plans, team
teach, and develop strategies where one could support the presentation of a lesson by the other
through leading discussions, answering questions, or setting up demonstrations. Since this was a
unique concept, Cooperating Teachers were asked to be innovative in conducting this part of the
program. Participation by the Fellow in classroom management, such as seating and roll taking,
was also encouraged. A workshop for the potential Cooperating Teachers was held in order to
inform them of the intent of this phase of the program — innovative in that it is less structured than
most student teaching experiences and allows for a gradual introduction to conducting a lesson. At
the workshop, CSULB faculty explained their expectations for cooperative teaching and the group
played out several scenarios. These scenarios were intended to dramatize potential problems or
favorable outcomes that might occur during cooperative teaching.
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Finally, the Fellows completed traditional student teaching, during which they took
complete responsibility for three class periods every day for a period of two months while being
supervised by an experienced classroom teacher. The time-period of student teaching was
somewhat shorter than normal because of the cooperative teaching experience undertaken by the
Fellows.

Figure 1. The Transitioning of in-school Experiences and Responsibilities
for the DRI Fellows during the CSULB Credential Program

Phase General Focused Teacher Cooperative Student
Observations to  Observation  Aide Teaching Teaching
Get Acquainted & Interviews

Activities Look & listen,  Interview Assistthe  Cooperatively Traditional
& Duties  tour the school, teachers & teacher, plan & teach, student
meet the students, tutor design teaching
teachers and use forms to students, assessments,  duties at
administration =~ make focused observe award grades two
observations, different
debriefing in sites &
group classrooms

For all of the stages described above, an effort was made to place the Fellows in inner city
schools that had good mathematics and science programs and with Cooperating Teachers who
would model the pedagogy called for by national and state reform documents. Recommendations
of such schools were solicited from the Los Angeles Urban Systemic Initiative staff. Eight schools,
most of which were in South Central Los Angeles were selected (Appendix C). They were all year-
around schools. A teacher who served as a site coordinator was appointed in each school to assure
that the program had structure within the school and that the Fellows were placed with the
appropriate teachers. The site coordinator was recommended by the principal or assistant principal
of the school and had the duty to represent the program in recommending and recruiting teachers
who would serve as Cooperating Teachers. The idea behind appointing a site coordinator was that
on-site teachers knew better which teachers would model standards-based teaching in mathematics
or science and could appropriately recommend those teachers. The site coordinators also served as
points of communication between CSULB faculty and the teachers.

PROFESSIONAL DEVELOPMENT ACTIVITIES
Activities During the Credential Program
One desired outcome of the program, as expressed by the DRIAB, has been to enhance the

awareness of and positive attitudes toward life-long professional development among the Fellows.
To that end, several activities were offered during the credential program. These activities were
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designed to inform the Fellows about the opportunities for professional development available to
teachers. They included hands-on, inquiry-based activities at the California Museum of Science
and Industry and a special program presented by the Discovery Museum of Orange County. They
also attended a one-day workshop at the California Institute of Technology, during which the
Fellows met with Drs. Tom Apostol, developer of the Mathematics! Program, David Goodstein,
developer of The Mechanical Universe, and Gil Clark, Director of Telescopes in Education.

Follow-up Support Activities

In studies of teachers newly inducted into the profession'®, new teachers report feelings of
being overwhelmed, isolation, and self-doubt. Moreover, beginning teachers are often reluctant to
seek advice and help from their principals or more experienced teachers for fear that they will be
viewed as incompetent. These feelings lead to a high attrition rate within the first few years of
teaching. Thirty percent of new teachers leave California’s metropolitan and rural schools after one
year of teaching. Nationally, the figures are similar, with more than half leaving after five years,
constituting a waste of human and financial resources, as well as severe hardship on schools and
students. Therefore, a number of activities were designed by the DRIAB and DRI staff to provide
support for the DRI Fellows as they made the difficult transition into urban classrooms. The
DRIAB perceived several potential needs of new mathematics and science teachers, especially
those entering the field as a second career. Mathematics and science teachers need:

e to be able to view teaching as a profession;

e assistance in dealing with pedagogy and classroom management;

e updates in content, and how to use their content knowledge to the best advantage of their
students;

¢ opportunities to learn about and participate in the discussions around current issues in teaching
mathematics and science;

e opportunities to have meaningful discourse with other teachers about teaching and learning in
their content areas;

e opportunities to reflect upon and evaluate their own teaching practices; and

e opportunities to view teaching as a continuum of life-long learning.

The aim of the follow-up activities, which occurred in the two and one half years following
the credential program, was to address some or all of those needs. The follow-up activities took the
form of several Saturday Seminars and workshop activities, funding for tuition and fees for courses
to enhance the credentialing and employment opportunities of the Fellows, funding for travel to
professional teacher meetings, funding for substitute teachers for visits to other Fellows’
classrooms, and provision of literature about teaching and learning in mathematics and science.

Saturday Seminars

'® Mary Jane T. Pearson and Bill Honig. Success for Beginning Teachers. California Department of Education,
Sacramento. 1992; National Commission on Teaching and America’s Future. What Matters Most: Teaching for
American’s Future. 1996
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A total of 15 half-day Saturday Seminars were held from November 1996 through
September 1998. In order to garner the support of the principals where the Fellows began teaching,
they were sent letters explaining the program. For the first year of the Saturday Seminars, the
sessions were held at the various schools where the Fellows were teaching. Each Fellow was asked
to bring another teacher from his or her school to every Saturday Seminar and unlimited attendance
by teachers at the host school was encouraged. One session each year was an unstructured session
at which the Fellows were invited to share concerns and ideas about their teaching experience. The
various other sessions dealt with the following topics:

o the Third International Mathematics and Science Study (TIMSS) and its purpose as well as the
videotapes of various classrooms which could be used as a vehicle for discussion and reflection
upon teaching practices;

e assessment practices in mathematics and science;

e designing enhanced classroom presentation of mathematics and science concepts, through an
understanding of inquiry, real-world applications of concepts, and the use and availability of
instructional materials;

e gangs and gang violence; and

e classroom-based research (sometimes referred to as action research) to design potential
classroom- based research projects for their own classroom.

During the course of two years of Saturday Seminars, the discussions became more
substantive. By the middle of the second year, discussions among the Fellows focused around
standards-based teaching, alternative ways to present particular material, and alternative assessment
strategies, rather than purely classroom management issues. The two-year development of the DRI
Fellows from engineers who were just introduced into the classroom to professional teachers was
dramatic.

Travel to Professional Teachers’ Meetings

The opportunity to be reimbursed up to $500 for travel to a national or regional professional
teachers meeting was offered to the Fellows for each of their beginning two years of teaching. This
amount was increased to $1,000 in the fall of their third year of teaching. Attendance at meetings
with other teachers of the same discipline enhances the professionalism of teaching, promotes
leadership development, and encourages good teaching practices. In the first year that this
opportunity was offered, only two Fellows attended professional meetings. This number increased
to six in the next two years. Those that did not take advantage of the opportunity cited that they
could not get away from their school or they could not leave for family reasons.

DRI Fellow D. M., a Chemistry teacher who attended the NSTA meetings, said, “I
learned a lot, much of which I can use right away in the classroom. I also came
away with a carload full of ‘freebies’ for classroom use! I want to thank the NRC
for making it possible for me to attend.”

Summer Workshops
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Another planned activity for the Fellows was that they attend summer workshops for
content enhancement and leadership development. Upon advice from the DRIAB members, the
Fellows were given an opportunity to enroll in either the California Mathematics Project Summer
Institute or the California Science Project Summer Institute, both at University of California, Irvine
(UCI). The DRI project paid for the registration fee, enrollment fee, and the university credit fee for
all Fellows who participated. The Fellows were also paid mileage and $60 per day for each day of
attendance. The first summer, three Fellows attended the mathematics institute and one Fellow
attended the science institute. In addition, one Fellow attended a mandatory summer institute
conducted by his high school for which he was paid by his district. Two Fellows took courses
during the first summer to complete requirements for their full teaching credential. Two Fellows
were unable to attend the summer institutes because they were teaching in year-around schools and
were “on-track” at the time. One of those teachers subsequently took a university course when he
was “off-track.”

In the second summer, the needs of the Fellows had begun to diverge and they were allowed
to choose the type of summer activity which best suited their needs. One Fellow chose to attend the
UCI Science Project Institute for a second year. One Fellow attended a workshop on integrating
mathematics and science that was paid for by his school. DRI paid for him to receive college credit
for the workshop. Data is still being received at the time of writing of the report, but least three
Fellows took courses that furthered either their content knowledge or advanced their teaching goals.

Leadership Institute

The culminating activity of the DRI professional development activities was a Leadership
Institute conducted by the University of California, Los Angeles Mathematics Project. The two-day
institute focused on supporting, mentoring, and coaching new teachers. Up to three other
experienced mathematics or science teachers from each of the Fellows’ schools were invited to
attend. DRI paid for substitute teachers for each attendee.

In order to encourage the schools to avail themselves of these Institute-trained teachers, one-
day of substitute time was paid to each school for releasing new teachers to visit the experienced
teachers’ classrooms.

Other Opportunities Offered
Other enhancements of the DRI Fellows’ teaching experiences were also offered:

e Several books and publications were ordered for the DRI Fellows to enhance specific
professional development activities. For instance, all three of the NCTM mathematics
education standards plus the Addendum series were provided to the mathematics Fellows, and
the NRC’s National Science Education Standards as well as Teaching About Evolution and the
Nature of Science were given to the science Fellows.

e Membership in the NCTM and the California Mathematics Council or NSTA and the California
Science Teachers Association was purchased for one year for each Fellow. At the time of the
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writing of this report, at least seven Fellows have maintained their membership in the
professional societies.

¢ DRI paid for reimbursement of registration fees for one course for each Fellow that would
satisfy requirements for obtaining a full California teaching credential. Most Fellows who took
advantage of this opportunity took a required course in mainstreaming developmentally
challenged students. Others took courses toward the CLAD requirement.

e Upon recommendation from the DRIAB, each Fellow was offered the opportunity to visit the
classroom of another Fellow. By observing and being observed by peers, new teachers
especially, tend to be more reflective about their own practices. The DRI worked with the
principals of each school to reimburse the schools for the cost of a substitute teacher.

o A grant of up to $300 was offered to each Fellow to conduct classroom-based research. The
purpose was two-fold; first, the Fellows were given experience in small grant writing, and
second, the Fellows were encouraged to participate in classroom-based research.

Every Fellow took advantage of more than one of the opportunities offered, although, for

most activities participation was low. The Saturday Seminars were the activity attended most, with
five of the Fellows attending all 15 sessions and one missing only one session.
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SECTION 3: CHALLENGES ENCOUNTERED AND LESSONS LEARNED

29




Recruitment and Selection of DRI Fellows

The fact that only 15 could ultimately be recruited, while funding was available for 20
Fellows, indicates that more than four alternates could have been designated. The interview process
was especially selective, the 24 candidates selected were the only ones that “passed” the interview
according to the interview criteria. The Haberman Interview is designed to screen candidates who
are suitable for teaching in an urban setting, and does not claim that those who do not pass the
interview would not be successful in other settings.

Scientists, mathematicians, and engineers represent a good pool of potential mathematics
and science teachers, especially when the economy is such that a high percentage of these
professionals are in danger of losing employment. However, most of this group are accustomed to
considerably higher salaries than can be earned by teachers and are reluctant to enter the teaching
field. In the DRI project, the majority of the final candidates had another connection to teaching,
such as spouses or other relatives who were teachers, and were already prepared for the realities of a
lower salary schedule.

Progress of the DRI Fellows

The difficulty the mathematics Fellows had in passing the subject matter examinations had
not been anticipated and led DRIAB to consider how this might be overcome in future programs.
Often, the timing of funding and getting programs underway does not allow the luxury of admitting
only those people who have already passed the requisite examinations. Therefore, choosing
individuals who have appropriate broad-based coursework, such as a bachelor’s degree in
mathematics, is one approach. Another, more realistic approach, is to require the participants to
take the examination early and try to ascertain their weaknesses. Extensive tutoring, targeted
toward these weaknesses, can then be provided. Although the DRI provided tutoring, the amount
of which varied from Fellow to Fellow, based on self-perceived needs, only late in the process was
this tutoring targeted specifically at the Praxis examination. After the first round of failure passing
the Praxis, the project should have focused more time on coaching the Fellows for this test,
regardless of their self-perceived needs.

It is difficult to believe that engineers would not have a good grasp of high school
mathematics, and indeed, the two Fellows who are taking mathematics coursework in lieu of Praxis
have received grades of A’s and B’s. In trying to determine the reasons for the difficulties that the
mathematics Fellows encountered in passing the mathematics subject matter Praxis, a correlation
was attempted between coursework and ease of passing the Praxis and undergraduate grade point
average and passing the Praxis. No correlation was found in either case. Nor was there any
correlation between college major and passing.

The Praxis examination that the Fellows took was a newly developed version and nationally
the pass rate was very low. As noted earlier, the overall cumulative pass rate for all participants
taking the mathematics Praxis examination is 15.1 percent. Because mathematics majors are
waived from taking the Praxis due to their extensive coursework in the subject matter, this statistic
is for non-majors. The Fellows related that the Praxis examination tended to present open-ended
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problems that were not particularly similar to the ones in a practice examination supplied by the
developer. They were also administered in a timed environment.

The CSULB Program

Working with schools in a large urban school district presented significant challenges. In
most schools, the administration preferred to take the responsibility of recruiting the teachers to be
involved, and, although the principals and assistant principals understood the program and were
cooperative and enthusiastic, the message was not well translated to the potential Cooperating
Teachers. Although the site coordinators were helpful, some did not seem to understand, or chose
to ignore, the goals of the program. Although the DRI and CSULB staff tried to stress that the
Fellows should be placed only with those teachers who had an understanding of standards-based
teaching and curriculum, too often the placement was only with teachers who volunteered or were
selected by the Fellow. Many of the Fellows were most comfortable with a traditional style of
teaching and therefore would request a more traditional type of Cooperating Teacher with whom to
work. The program leadership stressed from the beginning that that comfort zone needed to be
stretched. In retrospect, more extensive and earlier groundwork should have been laid, in the form
of workshops or meetings, for which the Cooperating Teachers or their substitute teachers were
paid. A staff person from the university to serve as a liaison to the schools for frequent contact with
the schools would have also been desirable. This is especially desirable for a program in which
several schools are involved. The liaison could monitor and help correct inconsistencies from
school to school, as well as monitor and correct misunderstandings about the program in individual
schools. The liaison also could make suggestions about the choices of Cooperating Teachers.

A related challenge was that some of the Cooperating Teachers, who had been identified as
innovative teachers who understood standards-based education, did not hold a full professional
credential for their subject matter. Therefore, according to policies of CSULB, they could not serve
as supervising teachers for student teaching. This disrupted the continuity of the program, and
necessitated recruiting teachers who were not familiar with the program. Many of these newly
recruited teachers did not understand that the Fellows had already had considerable classroom
experience and started them out as if they were new to the classroom.

There was ongoing debate within the DRIAB about whether the Fellows should have been
placed immediately into inner city schools. It is possible that placing them in schools with well-
established reform efforts early in their program would have allowed them a more consistent
experience. Whether or not they saw teaching that actively engaged the students through hands-on,
inquiry-based pedagogy was sporadic at best. Many of the teachers, and indeed many of the
university professors, did not exhibit this type of teaching. Although the schools recommended by
LAUSD were supposed to have teachers who were engaged in the effort of the district to reform
mathematics and science teaching, in fact, at many schools, there were only one or two teachers
who modeled active learning. These teachers were not always available to serve as Cooperating
Teachers. Moreover, according to the DRI Fellows and the external evaluator, even some of the
teachers who were highly recommended by the district did not always apply the principles of
inquiry-based pedagogy. On the other hand, placing the Fellows in inner city schools early allowed
them to overcome fears and reservations they had about teaching in such schools.
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In evaluations of the program, the Fellows expressed that one of the most valuable parts of
the design of the program was the early entry into ethnically diverse inner city classrooms. This
made subsequent student teaching and employment easier and encouraged them to seek teaching
positions in similar schools.

Cooperating Teachers appeared to have gained benefits from participation in the program.
Not only were their leadership skills enhanced, but they grew professionally from learning about
industry applications and technology from the Fellows. Had they been involved more in the
development in the design of this phase of the program, their insights could have proved useful.

Professional Development Activities

During the first year of full-time teaching, the DRI Fellows were concerned primarily with
classroom management and just getting lessons planned and presented, an attitude that is reportedly
similar to most first year teachers. Therefore, the participation in most of the professional
development opportunities, except for the Saturday Seminars, was low. The attendance at the
Saturday Seminars appeared to be higher mainly because of their desire to talk to one another.

Fellows were not active in recruiting other teachers from their schools to participate in the
Saturday Seminars or other activities, despite repeated urging by DRI staff. When queried about
this, they reported that other teachers did not want to give up their Saturdays. Moreover, the
Fellows did not work hard at getting other teachers to attend because they did not want to disturb
the closeness of the cohort.

The intent of the professional development activities, besides promoting a good attitude
about life-long learning for teachers, was to encourage the DRI Fellows to remain in the teaching
profession, in spite of overwhelming disincentives to do so. As first-year teachers, DRI Fellows
reported on the overcrowded conditions of their classrooms, with over 50 students per class in some
cases; lack of mentor teachers in their school or in their discipline; unfeeling and unhelpful
performance reviews by administrators; lack of textbooks and other materials; and classrooms in
poor condition. As new teachers, they were generally given the lowest level classes with the most
unruly students and were frequently required to teach outside their field of expertise.
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SECTION 4: RECOMMENDATIONS FOR FUTURE PROGRAMS AND DISCUSSION
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Recommendations

¢ Recommendation 1. Carefully select candidates for teacher credential programs, even if
it means that the program will not be completely filled.

In the early 1990’s, professionals with degrees in engineering, mathematics, and science
represented a large pool of potential teachers. However, in a subsequent (1998) privately-funded
program, to be based in Long Beach Unified School District, the Urban Teacher Preparation and
Professional Development Project (UTP), very few applications were received and little media
attention was garnered. At that time, the economy of the area was stronger, especially in the
science-, mathematics-, and engineering-based industries, such as aerospace. If a program which
seeks to provide high quality teachers to urban schools is to be a service to the schools hiring those
teachers, then a careful selection process must be maintained, in spite of low numbers of applicants.
A successful program must include the school district in the choice of candidates and take into
consideration the type of schools, such as urban schools, in which the new teachers are apt to be
hired. In the case of UTP, although extensive recruiting was undertaken, there was about one-
eighth the number of applicants as for the DRI and of those, very few were able to qualify for the
program in the opinion of the school district officials and the UTP staff who were interviewing.
During the same time frame, similar results were reported nationally for other programs.'’

The Haberman Urban Teacher Interview appears to be an effective tool for selecting
teachers in an urban setting. However, the correlation to accomplishment and retention in the
classroom is not perfect, and DRIAB recommends that it not be used as the only selection device.

e Recommendation 2. Encourage qualified candidates to enter a teaching as second career
program by providing adequate financial incentive.

The fact that DRI offered a $22,000 stipend plus tuition was a considerable incentive for
many of the Fellows to enter the program, according to the DRI Fellows. However, many programs
do not have a level of funding to allow for this amount of stipend. Other ways which DRIAB
discussed to provide financial support for participants include soliciting corporations for
sponsorship of participants and creating teaching internships in which participants are paid to teach
while receiving a credential.

¢ Recommendation 3. Provide early and frequent entry into the classroom for the potential
teachers.

Standard teacher credential programs offered in California are made up of an introductory
course early in the curriculum which requires some observation in a classroom, followed by a
series of didactic courses presented by university professors, and finally by approximately two to
three months of student teaching. The student teacher usually has full responsibility for two or
three classes under the supervision of an experienced fully credentialed teacher. The opportunity
for the student teacher to spend an extended period of time in one classroom prior to student
teaching is not consistently present in many programs. It is not surprising, then, that a significant

17 Lawton, Millicent. “Math, Science Teaching Recruits are Elusive”. In Education Week, July 13, 1998.

34




number of potential teachers never actually enter the classroom after receiving their initial
credential.’®

The DRI program sought to circumvent this waste of financial and human resources by
placing the DRI Fellows into the classroom early, and continuing the field experience throughout
the entire course of study. Having been in the classroom with increasing responsibilities facilitated
an easier transition into student teaching for the DRI Fellows and contributed to a lower attrition
rate as compared to national and California figures."” In addition, the careful placement of the
student teacher or Fellow with a fully credentialed teacher also needs to take into account the
credentialed teacher’s commitment to the teaching style being sought and their enthusiasm to for
the Fellow to continue learning in the classroom rather than getting free time while the student
teacher takes control of the classroom.

e Recommendation 4. Present both the recommended pedagogy and content matter
together when relevant as well as in ways that model good teaching practices.

Presenting the didactic material at times when it was relevant to the prospective teachers
enhanced the learning experience for the DRI Fellows. The university professors were able to
assign targeted observations and special field projects that could then be discussed in class. This
type of instruction, sometime referred to as “just in time instruction”, has been shown to be
effective for many types of students. Engineers, who are accustomed to real-world applications,
can especially benefit from having the instruction relate directly to the experiences. Not only did
the university courses become more meaningful to the potential teachers, but the modularization of
the courses into one-credit units allowed for mid-course correction when it was required. As the
CSULB faculty received feedback from the Fellows, the Cooperating Teachers, and the external
evaluator, they were able to make changes in module timing and subject matter coverage, such as
adding more information on classroom management.

e Recommendation 5. Foster a sense of professionalism and importance of career-long
learning in new teachers.

The importance of promoting a sense of professionalism in teachers, which includes career-
long learning, has been stressed through many recent publications.”’ This sense of professional
- development was introduced early in the DRI program, before the credential program was actually
completed. After providing two years of follow-up professional development activities for the
Fellows, a university mathematics professor was asked to ascertain the continuing needs of the
Fellows and make recommendations to them about further professional development programs.

'® Michael McKibbin, Report to the DRIAB on Alternative Certification, September, 1998.

' Moskowitz, Jay and Stephens, Maria, eds. From Students of Teaching to Teachers of Students: Teacher Induction
Around the Pacific Rim. Published for Asia Pacific Economic Cooperation by U. S. Department of Education. 1997;
Mary Jane T. Pearson and Bill Honig. Success for Beginning Teachers. California Department of Education,
Sacramento. 1992.

%0 National Research Council. “ Science Teaching Standards” National Science Education Standards. National
Academy Press. 1996; National Commission on Teaching & America’s Future. “Recommendations: An Action
Agenda for Change.” What Matters Most: Teaching for America’s Future. 1996.
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While it may be beyond the scope of many credential programs to maintain a follow-up
program after the newly credentialed teachers begin teaching, information about, opportunities for,
and encouragement toward career-long professional development should be part of any teacher
preparation program.

¢ Recommendation 6. Provide new teachers with a support system.

The DRI project confirms the effectiveness of programs such as the California Beginning
Teacher Support and Assessment (BTSA) program which provides funding for school districts to
work with newly inducted teachers to make the first few years of teaching as smooth as possible.
School districts which take advantage of the legislated $67 million show significant improvement
in the retention rate of beginning teachers. Universities and school districts alike need to address
how new teachers are inducted into the profession. Studies have shown that where all professionals
take active roles in a new teacher’s entry into the profession, success rates of new teachers are the
highest.?' Teachers with seniority feel it is their right to have the smallest, most advanced, easiest
to manage classes, so new teachers get stuck with the most difficult students in large, low-level
classes. This is in contrast with teacher induction in other countries as reported in studies funded by
Asia Pacific Economic Cooperation (APEC).”? In many countries, new teachers are given the
easiest classes to teach, reduced teaching loads, and special, required professional development
opportunities. It is entirely possible that a study of induction of new teachers with
recommendations for future practice that builds upon the APEC study is a necessary next step.

Discussion

It is difficult to evaluate the effectiveness of teachers in the classroom in order determine
the success or failure of a program. In the case of the DRI program, the external evaluator and DRI
staff sought opinions of school site administrators and other teachers. These colleagues of the
Fellows consistently rated the DRI Fellows as exhibiting good teaching ability, overall participation
in school activities, and leadership capabilities.

If the majority of the DRI Fellows remain teaching in inner city schools, as appears to be the
case at the writing of this report, then the DRI program can be said to have reached one of its goals
albeit at a substantial funding level. If the DRI Fellows continue to explore standards-based
mathematics and science teaching and to lead other teachers in their schools to do the same, as has
been reported to be the case by the external evaluator, then the DRI program has accomplished
another of its goals.

The most important aspect of effective teaching, whether or not the students are learning, is
one of the most difficult to assess in the two and a half years that the Fellows have been teaching.
This does not allow enough time to track such measurements as improvement of student scores on
standardized tests. Moreover, the effectiveness of a teacher is not always marked by such
improvement or non-improvement. The effect a teacher has on a student’s life often does not

I Moskowitz, Jay and Stephens, Maria, eds. “From Students of Teaching to Teachers of Students: Teacher Induction
Around the Pacific Rim”. Published for Asia Pacific Economic Cooperation by U. S. Department of Education. 1997.
2 7.

Ibid.
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appear until later in the life of that student. Dr. Martin Haberman, in his book Star Teachers of

Children in Poverty”, states that, for children in poverty, school and learning are not just necessary

for earning a better living, it becomes a life and death issue. Their existence depends upon being
able to break out of the life of drugs, gangs, and gang violence to which so many are exposed.

Nowhere is the possibility for helping young people leave that life behind more evident than in the

story of the DRI Fellow whose students call Mr. G:

Mpr. G came to the DRI project with over twenty-five years of aerospace design
engineering experience. “I grew up in the projects of Chicago,” he said. “It was
wonderful to have teachers who motivated me to keep out of trouble, finish high
school, and go to college. Iwant to be able to provide that same motivation to
young people who may not think it possible for them to succeed.” An African-
American, Mr. G chose to teach in a middle school in the troubled and challenging
Compton School District. As a first year teacher, Mr. G was assigned four seventh
grade mathematics classes and one science class. None of his classes had less than
45 students and he was not assigned a teacher’s aide or a new-teacher mentor. His
last-period science class had 56 students with less than 45 seats. His assigned
classroom had temporary folding tables and chairs, insufficient lighting, no
equipment or supplies, and broken windows. “When it rained [during the one of the
wettest winters on record], all the kids got done was mop up the water that came in
through the broken windows. I asked several times for them to be repaired, but to
no avail.” Mr. G developed his own unique way to maintain some semblance of
order in his large classes. If a student refused to sit down or be quiet after being
asked several times, Mr. G would get on his cell phone, which he carried at all
times, and call the student’s parent or guardian. “Of course, most of my students
didn’'t live with both of their biological parents. Many of them lived with
grandparents or were wards of the court placed in professional foster homes. These
people did not like to get calls from the teacher and that served as an incentive for
the students to behave.” Mr. G was a vocal advocate for his students in the school
and he finally ran afoul of the administration when he allowed a photographer for
the Los Angeles Times to photograph the broken windows in his classroom. “At
least I got the windows fixed!” he said.

Mpr. G did not return to Compton School District the following year. He began the
year substitute teaching in Long Beach Unified School District. A member of the
Special Forces during the Vietnam conflict, Mr. G gained a reputation early in the
year as a teacher who could handle the tough students. He was asked to join the
mathematics faculty at the continuation high school, a school for recalcitrant
students who have not succeeded at other high schools. “My goal for my students is
to help them get meaningful employment when they leave high school. Realistically,
most of them will never go to college, and unless they have the skills necessary to
get decent jobs in a technological world, they will be out on the streets robbing
stores, doing drugs and gang-banging. Every one of my classes has all levels of
abilities in it, because the students are not grouped according to their skill level in

2 Haberman, Martin. Star Teachers of Children in Poverty. Kappa Delta Press. 1996.
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mathematics, but according to grade level. I have to be innovative in my approach.
At any one time, I have students helping students, students who are doing individual
work on computers, and students working in small groups. I require every one of
my students to do a Geometry tutorial on the computer in every class, no matter
what their mathematics skills. At least I can pretty much try anything I want,
because all the district wants is that I keep the kids under control.” Mr. G is
chairman of the technology committee for his school and is determined to have one
of the best computer labs in the district. “For these kids, being skilled on the
computer just might save their lives. It might make the difference between being
able to find a job with good pay versus hitting the streets and being shot to death.”
He thinks his work is important to society, and he doesn 't hesitate to pitch this angle
with potential donors of computer equipment, because if he and his students are
successful, they won’t be on the welfare rolls or in jail cells.

Mpr. G is back at the continuation high school for a second year, with a new mission.
“The district is establishing new mathematics standards and graduation
requirements, but they don’t apply to the continuation high school students. All
other students must take Algebra to graduate. I want the same to apply to my
students. High expectations produce high results. These kids deserve the same
expectations as other students.”
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Acronym List

APEC
BTSA
CBEST
CLAD
CSULB
CTC
DOD
DRI
DRIAB
LA
LAUSD
LHS
LLNL
MATCH
NAS
NCTM
NRC
NSF
NSTA
NTE
PIC
S&E
SSAT
TIMSS
UCI
USI
UTP

APPENDIX A

Asia Pacific Economic Cooperation

Beginning Teacher Support and Assessment
California Basic Education Skills Test

Cross-cultural, Language and Academic Development
California State University Long Beach

California Teacher Credentialing

Department of Defense

Defense Reinvestment Initiative

Defense Reinvestment Initiative Advisory Board

Los Angeles

Los Angeles Unified School District

Lawrence Hall of Science

Lawrence Livermore National Laboratory

Military Alternative Teacher Certification and Hiring
National Academy of Sciences

National Council of Teachers of Mathematics
National Research Council

National Science Foundation

National Science Teachers Association

National Teachers Examination

Private Industry Council

Science and Engineering

Single Subject Assessments for Teaching

Third International Mathematics and Science Study
University of California at Irvine

Urban Systemic Initiative

Urban Teacher Preparation and Professional Development
Project
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APPENDIX B

October 1993 Feasibility Meeting Report

A Report of the Planning Meeting on October 25-26, 1993
Major issues considered:
I Examination of existing programs
I1. The recruits (potential teachers)
III.  Availability of employment
IV.  Credentialing

1. Elements of existing programs for certification of military and defense-related
civilian personnel as Science and Mathematics Teachers

A. Existing programs represented at the planning meeting

1. California State University, Dominguez Hills. This is a program designed specifically to
prepare former aerospace industry scientists and engineers to become teachers. We heard from
those that were involved in the mathematics certification program. The program is completed in
a two semester sequence. Student teachers start with a one-week period of experience to
investigate whether they want to continue in the program. The program includes specialized
course work, especially in classroom management, and an internship with a master teacher.
Much of the course work is concurrent with the internship teaching. Thus the student teachers
enter the classroom with a minimum of formal training in teaching. The master teacher is paid to
work after school and weekends with the student teacher. A cohort is developed that continues
throughout the life of the program. The program is supported financially by Rockwell and other
companies. Rockwell pays for the tuition and fees for the student teachers. The program is
designed mainly for retiring personnel. The demanding physical requirements has exceeded the
stamina for some of the student teachers. The program builds in time for students to prepare for
the National Teachers Examination (NTE). [Now called the Praxis examination.]

2. California State University, San Jose and Lawrence Livermore National Laboratory (LLNL).
A program designed for LLNL career scientists/engineers/technicians, and more recently their
spouses, who have at least a bachelors degree. In order to be admitted into the program officially
the student teacher must pass the California Basic Educational Skills Test (CBEST) and the
NTE. The program consists of four courses and classroom experience. In the first semester
student teachers are required to spend one hour per day observing both high school and middle
school classes. There are three semesters of student teaching. The sites are chosen by the
student teacher, but approved by the program. Since the LLNL employees continue to work for
LLNL, courses are conducted in the evening. However, the work schedule is made flexible to
accommodate the student teaching component of the program. Tuition is paid by LLNL. The
result is a single subject teaching credential for either mathematics or physical science.
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3. California State University, Long Beach. The initial exploratory phase is important. The main
participants are mid-career switchers or women returning to work. Evening sessions are held to
accommodate participants who are still working.

4. Harvard Graduate School of Education. This is a mid-career program that consists of one
year of full-time enrollment, plus a required 4-week course of study, workshops and observation
during the summer preceding the fall term. The program leads to a Masters in Education degree
or a certificate of Advanced Study. Financial aid is needs based in the form of grants and loans.
About 80 percent of students receive aid. There is a special grant for minorities.

B. Information about other existing programs.

1. Marymount University, Virginia. A master's degree program has been established for active
duty personnel and their dependents, DOD civilians at the Naval Military Personnel Command
and their dependents and retired military/DOD personnel. A BA/BS degree in a content area is
required. The master's degree program is a 39 credit NK-8 Master's and Certification program or
a 21 credit Secondary Certification Program with 15 additional credits for M.Ed. The program is
held at the Navy Annex.

2. California State University, San Francisco. ENCORE/Military Mid-Career Teacher Training
Program is partially funded by the DOEd. The program is 18 months in duration and carries a
$2500 stipend. It includes a cohort support system and makes use of the California Mentor
Teacher Program. Mentor teachers are compensated. The program includes student teaching and
one year of full-time teaching in San Francisco Unified School District. New teachers are linked
to the California New Teacher Project. A unique aspect of the program is its candidate resource
team: a university teacher educator, an on-site mentor teacher, a program coordinator, content
area specialists, a district credentialing counselor and an on-site school administrator. The team
meets in a seminar format with the cohort. A preparation course for the NTE is provided.

3. Mills College and Lawrence Hall of Science (LHS). This is a mid-career switch program that
emphasizes special topics having fundamental significance in the discipline, the integration of
concepts within and across fields, and hands-on interactive teaching strategies. The goal is to
prepare teachers to work in inner city classrooms. It is a cooperative effort among Education,
Physical Science, Biology and Mathematics Departments of Mills College, LHS and Oakland
Unified School District. It is supported by corporate donations. According to their brochure, 25
percent of their newly trained teachers are taking part in district leadership roles after the first
year of teaching. The program is starting a Leadership Institute for Teaching Science (LITES).

4. Sacramento County Public School Consortium M.A.T.C.H. Program (Military Alternative
Teacher Certification and Hiring). This is a district internship program which is comprised of a
30-month professional development teacher preparation plan. It includes a six-month intensive
preservice course and practicum with a subsequent paid teaching assignment (internship)
supported by mentor teachers (K-12). There are afternoon and evening classes: one class per
week for two years. There are afternoon and evening class: one class per week for two years. At
the completion of the program the candidates are eligible for a clear credential. The classes are
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taught by resource teachers, administrators, and other curriculum experts from the participating
districts and the Sacramento County Office of Education. The candidates must have passed
CBEST and NTE. Tutoring is available for these tests, and a teaching assignment (internship) is
guaranteed.

IL The recruits (potential teachers)

As noted in the above descriptions, most of the programs currently offered focus on preparing
retiring S&E personnel to become mathematics and science teachers. Another group is military
personnel in their mid to late 40s, who are retiring with pensions. Those two groups were
considered to be a "special" group because of their relative financial security due to pensions or
social security.

The group devoted some of its deliberations to the issue of S&E personnel who are not at
retirement age, who are still young and do not have pensions to fall back on, and who must look
for new careers due to downsizing. Some options for addressing those issues are found in the
proposal.

III. Employment availability

In the California Assembly Bill #1161, introduced in March 1993, the state legislature found that
California has a serious shortage of qualified teachers in the subjects of mathematics, science,
and technology, teachers who work with limited-English-proficient pupils, and teachers of
minority teachers.

According to the Los Angeles Unified School District (LAUSD) representatives at the meeting,
there is a need for physical science and mathematics secondary teachers and for elementary
teachers who are comfortable teaching science. Moreover, bi-lingual mathematics and science
teachers are greatly needed. Life science teachers (who are not as likely to be recruited by this
program) are not in short supply.

According to one LAUSD representative, LAUSD had a shortfall of about 600 teachers at the
start of the 1993 school year. At least 50 or 60 of those were in the area of science.

IV.  Credentialing

The traditional credentialing process for teachers in California is one where the candidates are
students in a fifth-year program and receive college credit for their supervised teaching as well as
for coursework in the basic principles of education and methods courses. In order to obtain the
Professional Clear Teaching Credential the following must be completed: one year of
postgraduate study, a course on the U.S. Constitution; supervised teaching; and professional
courses, including reading instruction, health education, special education and computer
education. The credential lasts for five years, and is renewable.
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With a University Internship Credential, the intern teachers provide instructional services while
they complete required courses in educational principles and methods. During their preparation,
intern teachers provide instructional services earlier than other credential candidates, and they do
so without being directly supervised by a certified teacher. For this reason the state requires
interns to fulfill higher standards of admission to preparation programs than other candidates.
Intern credentials last for two years during which the candidate must complete professional
courses, including reading, health education, special education and computer education. After
completion of the courses, the candidate s eligible for a Professional Clear Teaching Credential.

The district intern certificate allows a school district to create a professional-development plan
for its own student teachers, although districts are required to provide interns with the support of
mentor teachers and the program must last a minimum of two years. Evaluation of student
teachers' performances by the employing district is the primary standard for qualifying for
Professional Clear Teaching Credentials. District interns are not required to meet the same
statutory requirements (health education, special education, and computer education) as other
applicants for Clear Teaching Credentials. Districts that choose to offer programs must file a
statement of need and certify that they will supply the required training, support, and evaluation.

California laws originally authorized the State Board of Education to waive, at the request of a
local school district, one or more state credentialing requirements that are administered by the
Commission on Teacher Credentialing. Shortages of individuals with essential qualifications are
the primary reasons for waivers of certification requirements. Each waiver is for a limited term.
Recently the authority to waive the credentialing requirements has transferred to the Commission
on Teacher Credentialing. The Commission is committed to developing more teachers rather
than granting waivers.
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APPENDIX C

List of Participating Los Angeles Unified School District DRI Schools

Bell High School
4328 Bell Avenue
Bell, CA 90201

Jefferson High School
1319 East 41st Street
Los Angeles, CA 90011

Nimitz Middle School
6021 Carmelita
Huntington Park, CA

South Gate Middle School
4100 Firestone Blvd.
South Gate, CA 90280

Berendo Middle School
1157 South Berendo
Los Angeles, CA 90006

John Marshall High School
3939 Tracy Street
Los Angeles, CA 90027

South Gate High School
3351 Firestone Blvd.
South Gate, CA 90280

George Washington Prep High School
10860 South Denker Avenue
Los Angeles, CA 90047
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APPENDIX D
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External Evaluation of the
Defense Reinvestment Initiative Project

Final Report
1994 - 1998

Submitted to:

Center for Science, Mathematics, and Engineering Education
National Research Council

Submitted by:
Glenn F. Nyre, Ph.D.

Evaluation Consultant

December 31, 1998
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Nat'l Academy Press, Final Report to the U.S. Department of Defense on the Defense Reir... Page 2 of 3

PREFACE

Because I had the privitege of serving as the external evalugtor during the entire four years of the
Defense Reimvestment Initiative, the evaluation process has benefited from 2 continuity of
approaches, an understanding of programmatic nuances, and the ability to obtain the vust of the DRI
Fellows and thelr collezzues in the schools where they observed, participuted in cooperative teaching,
student taught, and were eventually full-Hedged teachers themselves.

Throughout this time, the evaluation benefitted from the efforts of many athers. The therough and
impeccable records muintained by the DRI program office, the willingness of CSULB project director
and the mathematics and education professars to discuss issues with me, and the teachers and
administrators at the schools who spoke with me during my many site visits to their campuses made
my job both easier and enjoyable. In addition, the DRI Advisory Board provided valuable guidance
and feedback regarding the evaluation activities and findings, and were responsive 1o
recommendations that were included in each of the four annual evalustion reports. The DRI program
director and | maintained in close communication throughout the program.  She kept me fully
informed of the status of the fellows and any programmatic changes, and could not have been more
supportive of and responsive to the evaluation component of the program.

The fellows gave a great deal of their time and effort to the evaluarion, enduring multiple interviews,
classroom observations, surveys and telephone calls. Viewing me from the beginning, in their

engineering language, as “the quality control guy,” their cooperation was invaluable to my work. 1
am indebead to them, and wish ther well in their new careers.

Glenn E. Nyre, Ph. D
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Nat'l Academy Press, Final Report to the U.S. Department of Defense on the Defense Reir... Page 2 of 3

EVALUATION STRATEGIES

During the four years of the DRI program, the following evaluation activities were undertaken:

. Both formal and informal comact and reporting was maintained with the DRI
Program Office on a routine hasis throughout the program.

. All program documents were routinely reviewed, from the minutes of
organizational meetings and applications for participation in the program
through the status of the fetlows’ attainment of teaching cenification
requirements, employment status, and participation in the follow-on suppaert
components of the program after the formal thireen-week training program

had been completed
» Fellows were formally intendewsd twice every year,
* Fellows were asked to complete s survey every vear.
. Informal contact was maimrained with the fellows by means of telephone and

#-mail conversations,

* Fellows were observed in classrooms settings at least once every year,
including their observation, cooperative teaching and student teaching phases,
as well as after they became Rull-Bedged teachers themselves,

* The fellows’ teaching and administrative colleagues were interviewed during
each school site visit.

. Both formal and informal contect wag maintained with the CSULB project
sdministrator during the initial two years of the program.

s CSULE mathematics znd education faculty involved with the program were
irterviewed during the initial two years of the program.

» Oral evaluation briefings were given at all DRI Advisory Board meetings.
» Four annual written evaluation reports were submitted, as well a5 this final
report,
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Nat'l Academy Press, Final Report to the U.S. Department of Defense on the Defense Reir... Page 2 of 3

EVALUATION FINDINGS

Quantitative Qutcomes
Completion Rate

Twelve of the 15 fellows who began the program completed it {30%) ~ an outstanding
completion rate when eomgared against both traditional and alternative teacher preparation programs.
Of 1he non-completers, one had health probliems that precluded his continuance, one recejved seversl
pegative reviews from schools to which he was assignad dering the clagsroom observation and
cooperative teaching phases of the program, and was asked to leave; and one left voluntarily after
experiencing repeated difficulties dealing with what some might call the “second-class status™ of being
a student again after having held an executiveJevel position in private industry.

Flacement Ruate

All 12 of the DRI fellows who completed the program were teaching in the semester
immediately following program completion, Ten had full-time mathematics or science positions;
one was substituting as a mathematics teacher; and one was teaching mn*sczenmmaghemms
subjects in an adult school program.

Retention Rate

The National Center for Educational Statistics reports that 22 percent of teachers leave their johs
within the first thres years. This percemage is greater in urban areas, where the attrition rate
gpproaches 50 percent in five years. As they entered their third year of 1eaching in the fall of 1995,
enly two of the 12 DRI feltows had left the lield -- an 83 percent retention rate. One of those
12 is corvently on hatus from teaching due to 3 medical emergency, but plans to retumn when his
bealth improves.

As the fall 1998 semester progressed, @ third fellow was experiencing a great deal of stress from the
large middle school mathematics classes that he was teaching. He had experienced problems with
classroom management throughout the DRI program, and had attempied to deil with this situation
by taking two courses and attending workshops on the topic. However, he decided that his health
was suffering too much and that he would probably be better suited to teaching at the adult schoel
level. Although the urban schools that were to be the beneficiaries of the progeam have lost him, the
profession has not, 1 therefore da not consider him to be an unsucesssful participant in the progam,
but rather, a “divertad success.”
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The two fellows who left teaching after having been successiully placed in schools bath retumed to
private industry ~ one after not having her teaching contract renewed, and one for personal reasons.

Both remain very positive about their DRI experience. The former is very grateful to the DRI
program for renewing the confidence and discipline she thought she had lost in the intervening years
since her previous college experiences, One of the comments fram that fellow was: 7 think it takes
a special ‘gene” o be a teacher, and I just didn 't hove it and couldn't develop it ”

That fellow had inadequate support from the principal of the school, her assigned mentor teacher
taught English at another school in the district, and the mathermatics department held no formal
meetings -- basically leaving her “alone” during ber first year of teaching. She was employed in 2
district well beyand the boundaries of the one with which DRI had a formal relationship, and the
program had little recourse to intervene on her behalf. The second fellow wh left maintains his
relationships with several other DRI fellows strongly asserts that he will retumn to teaching when it
again becomes a feasible option for him, givea personal considerations.

Qualitative Qutcomes
Completion and Retention

The fellows were asked to provide their own opinions as to why the DRI completion and retention
rates have been so positive. Their most frequent answers were as follows:

. Support from the DRI Program Office;

. Their gradual immersion into teaching through the sequential observation,
cooperative teaching, and student teaching phases, and

* Their early and continuous exposure to the types of schools in which they
would eventually werk, and to the types of students they would be teaching,

The Standards

It is important to the DRI program that the feliows are aware of, use, and advocate the national
standards in mathematics and science. Al of them report using the standards, but 1o somewhat
varying degrees depending upon circurnstances in their school or district. As one said, “When the
department chair hands you a book and says “cover these chapters this semester and those chapters
next semester,” you must be crestive 10 make sure you integrate the content and teaching techniques
required by the standards ™

Most of the DRI fellows are not only basing the majority of their preparation, delivery and assessrment
practices on the standards, but many are encouraging other teachers to do so as well. Although some
were hired by schools in which new curricula was not in place and new teaching methods were not
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evident, as these materials and contepts are increasingly introduced, the fellows are more raceptive
than muany other teachers and champion the cause. Most are supplementing old textbooks by bringing
in newer matesials on their own, and sharing them with ather teachers as well. There is a good flow
of pedagogical, content and student exercise and activity information and materials among the fellows
themselves.

As reported in the 1995 Annual Evaluation Report, based on interviews and a survey as the fellows
had just completed their first summer session and were two months into the fall semester of their
thirteen-month formal training program, they “only moderately endorse reform leaming, and are not
confident that they understand how to carry it out” That same report found that 40 percent of the
fellows “have negative attitudes sbout the teaching methads endorsed by state and national reform
standards and also commented on their “cynicism” and “decreasing enthusiasm” for reform
methads  To use the vernacular, the fellows “didn't getit,” didn't think they ever would, and weren't
sure it was worth getting”  Major strides were obvicusly made in this regard in the subsequent twa
years, as the fellows have now become “champions™ of the cause. This was 2 result of increased
classroom expositre and experience, coupled with the additional leaming and information exchanges
facilitated by the *Saturday Session” seminars and other follow-on activities provided by the program.

Program Ratings

At cartain stages of the program, the fellows were asked to rate various components of the DRI
program in terms of their perceived value of each. Their responses have been included in previous
annual reports, and the most notable finding across the years is that the longer they were in the
program, and especially after they became teachers themselves, the less they valued all aspects of the
program that were connected to the college ~ education classes and student teaching ohservations
and feedback from CSULB education professors. On the other hand, the school-based activities,
support from the DRI Program Office and the professional development aspects of the program (i,
“Saturday Seminars”, professional memberships, antendance at conferences, ete ) were highly valued.

Futnry Plans

In the fall of 1998, the fellows were asked about their plans to remain in teaching, and their responses
were compared to those of a national sample of traditionally credentialed (TC) and ahternatively
credentialed (AC) teachers. Afl of the DRI fellows said that they plan to remain in the field for
the rest of their career, whereas only 60 percent and 57 percent of the national sample of TC and
AC teachers, respectively, gave that response. By contrast, fourteen percent of both camparison
groups held out the possibility that they might leave teaching “if something better comes along,” four
percent of both the TC and AC teachers said they “intend to leave as soon as T can,” and 22 percent
of the TC and 26 percent of the AC tezchers in the national sample were undecided about their future
in relation to a teaching career'

Shen, Jainping. Has the Alternative Cerfication Policy Materialized lis Promise? A
Comparison Berween Tradinonally and 4 lternatively Certified Teachers in Public Schools,
ducatjona 1ation & ligy Analusis, vol 4!9. no. 3, Fall 1997
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Hindsight

Near the end of the four years, the fellows were asked the following question: “Knowing what you
kniow now, if you could go back to your college days and siart over again, would you chose to
become a teacker?™  All but one said either “absolutely ves™ or ¥yes.” The remaining one
selected the pption *possibly,” and subsequently opted to t2ach in an environment other than the
middle and high school level None gave a response of “a0" or “absolutely not.”
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OBSERVATIONS AND REFLECTIONS

By the fall of 1998, it was pbyvious that the fellows, 38 3 group, had “blossomed” as teachers and
feaders within their schools. It had become & pleasure to observe them (which was not always the
case previously), as they became much more self-assured and in control of their classrooms. They
were also using a broader base of materials and Student activities in their instruction, and these who
have teaching assistants were using them more effectively.

The eviluation site visits became increasingly bke professional exchanges, as we talked about things
such as pedagogy, aew curricular materials they were introduging, additional small group activities
they were implementing, and field trips they were arranging  Previously compelling concerns about
classroom managemendt, lesson plan preparations, and grading student homework were rarely raised.

The fellows kave also gained sentority and are exerting more influence within their departments. Ag
one of them joyously said, “They acnuafly gave me o choice of what courses and grade level fwould
like to teach this year!™ Another is developing his school’s first hunors science course. With only
2 couple of exceptions, the fellows are moving into leadership roles not anly within their depariments,
but within their schools at large. Three are doing volunteer mathematics 1utoring, amd two are
chairing schoal-wide commitiess

Some fellows are showing advanced aspects of leadership ~ introducing colleagues 1o new textbooks,
materials and instructional strategies; had brought them along to DRI “Saturday Sessions;” and are
encouraging them to sccompany them to off-site subject matter and pedagogical meetings. Most are
contributing personal resources to their classrooms, including manipulatives and software, as well 2s
bringing in their own computers, modems, scanners, televisions, videatape machines, telescopes, e1c,

Some fellows are in schools that have excelent support systems for innovative instruction:-Oneris in
a school that divides instructional thwe into three distinet block-class periods per day, with each
consisting of almost two hours, thus allowing him more time for hands-on activities; one is teaching
in a schoof in which he spent much of his DRI training time, and, according 10 his department chair,
was viewad as a "fxure” in the mathematics department for more than a year before being hired, four
others are enjoying teaching integrated mathematics classes; one was asked by a special magnet
program in his schoo] to devalop ard teach their specialiy-focused mathematics course, and another
is in a school that provides stipends for participation in four-week summer courses for curriculum and
professional development,

Pﬁmipals, department chairs and fallow teachers have pointed out that new teachers who have besn

through more traditional preparation programs typically have more problems dealing with the
“routine” of schooling, interacting with taday's multicultural and multi-talented students, and
hecoming active participants in the school and sumounding community.

Because of the epportunities awarded them through the Defease Reinvestment Program, all
appearances are that public schools in the greater Los Angeles area will corsinue 1o beneflt from the
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fellows’” DRI expedences for some time to come.

CRITICAL PROGRAM ELEMENTS

The many positive program outcomes detailed above are testimony to the overall success of the
pragram and point to several of its components that contributed the most to them, For example:

. The early classroom observation phase was invaluable in introducing the
fellows to the types of settings in which they would eventually work and the
variety of youth with whom they would be interacting,

* The cooperative instruction phase was one of the more innovative aspects of
the program, and critical in easing the fellows into the practice of teaching
unider the guidance of a seasoned teacher,

. The two-year follow-up phase after the formal pilot program was completed
facilitated the fellows' transition from lesrmer 1o teacher, and helped several
of them succeed in environments where resources were inadequate and faculty
in their field were not using standards and reform methods of instruction,

. The DRI Program Office was viewed by the fellows as one of the mast
important elements of the program, bringing general program sdvocacy,
“troubleshooting,” and individual support to bear as needed. As one of the
fellows said in a group interview, with the others concurring, “Dr. Shiflert was
the glue that held this program together administratively « and some of us
psycholagically ™

a5

PLICY TABLE OF CONTENTS | chapter | NEXT) |
D-Extemal Evaluator's Final Report., pp. 4657~ |feo IR n s
[TopofPage] [Home] [ContactUs] [Help]

http://books.nap.edu/books/NI001000/html/55.html

page [ [NEXT p|

9/5/2002




Nat'l Academy Press, Final Report to the U.S. Department of Defense on the Defense Reir

... Page2of3

RECOMMENDATIONS

If subsequent programs based upon the DRI pilot model are implemented, the following
recorumendations should prove helpful in easuring thelr success

1. Unless the program is large enough to provide adequate coverage in more than
one content area, it should focus on only one.

2, Given the tremendous snxiety created among the fellows, and the hurdles that
were encountered by the nead to pass subject matter examinations in order to
obtain 2 full credential, consideration should be given 1o enacting at least one of
the following suggestions to mitigate this problem:

& Applicants should provide evidence of passing any tests
required for this purpose in advance;

. Applicants should be required 1o take a "predictive” test to
determine their knowledge of the subject as it is currently
being taught and/or will be prasented in such examinations,

» Applicants should be required 1o take 2 diagnostic test so that
targeting tutoring can he provided to micet their needs; and/or

. General subject-matter tutoring and specialized coaching
should be a built-in component of the program.

3 The full cooperation and support of the school district in which the program
is operating should be obtained, and any specific support required of certain
positions within the district should be detailed and agreed to in writing prior
to the comemencement of program operations,

4, The selection of school sites and teachers to wark with the program should
be made 2 high priority, and the selection of each should be presented as an
bonor. Requirements in this regard should include the following:

. “The school, or at feast the participating depantment, should
provide evidence of its understanding of and commitment to
the practice of reform-based instruction and assessment; and

. Teacher interest in and ability 10 constructively work with
program fellows should be evidenced by a written application
to participate in the program, and an agresment to welcome
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observation of their instruction by program personmel prior to
their possible selection.

S, The district, the schools, and the teachers should be engaged and treated a3
program partners, with the teachers being provided with opportunities 1@
participate in special, out-of-school professional development activities with
the fellows.

& Partner expectations, roles and responsibilities should be detailed, and lines
and methods of communication spelled out and agreed 10 prior to the fellows'
initial ¥isits to the schools.

7. College personnel involved with the program should maintain a close working
relationship with school personnel, and visit the schools and classrooms
throughout the observation and cooperative teaching phases of the program,
in addition to the student teaching phase.
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APPENDIX E

Membership of the Defense Reinvestment Initiative Advisory Board

Frederick H. Shair, CHAIR

Jet Propulsion Laboratory
California Institute of Technology
Pasadena, CA

Harry B. Gray, VICE CHAIR
NAS

California Institute of Technology
Pasadena, CA

Michael Acosta ¢
Los Angeles Unified School District
Los Angeles, CA

Lew Allen [J

NAE

Charles Stark Draper Laboratory (retired)
Pasadena, CA

Claudia Jane Barner
Pasadena City College
Altadena, CA

Peter Cannon
VRE Company
Ventura, CA

Janet English ¢
Serrano Intermediate School
Lake Forest, CA

Larry Espinoza
Santa Ana High School
Santa Ana, CA

Laurie A. Fathe

Los Angeles Collaborative for Teacher
Excellence (LACTE)

Occidental College

Los Angeles, CA

Day Higuchi O
United Teachers of Los Angeles
Los Angeles, CA

Donald Ingwerson ¢
Los Angeles County Office of Education
Downey, CA

Paul J. Kuerbis
The Colorado College
Colorado Springs, CO

David Landsverk ¢
Berendo Middle School
Los Angeles, CA

Amelia McKenna [
Los Angeles Unified School District
Los Angeles, CA

Michael D. McKibbin
California Commission on Teacher Credentialing
Sacramento, CA

Judith Mumme O

California Alliance for Mathematics and Science
(CAMS)

Camarillo, CA

Jack Price
California State Polytechnic University
Pomona, CA

Emie Roy, Jr.
King/Drew Medical Magnet High School
Los Angeles, CA

Jeffrey N. Rudolph

California Science Center
Los Angeles, CA
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Ronald J. Stern
University of California
Irvine, CA

Richard Thompson ¢

NAS

University of Southern California
Los Angeles, CA

Dan B. Walker
San Jose State University
San Jose, CA

Phil Williams (retired) O
The Times Mirror Company

Los Angeles, CA

O Membership term - 11/16/94-12/31/97
. Membership term - 1/1/98-12/31/98
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Summary:

Funding Agency:
Funding Level:

Critical Players:

Retraining Begias:
Size of First Class:

Program Eligibility:

Project Site:

Anticipated Resulus:

National Resesrch Couoneil

Defense Reinvestment Initiative: Scientists to Teachers Project

The Defense Reinvestment Initiative: Scientists 1o Teachers Frojectis »
pilot program in the Los Angeles Unified School Diswrict for the transition
of science and engineering professionals into careers as middle and high
school science and mathematics reachers in inner-city schools.

U.8. Department of Defense
$5 million over five vears

Navional Research Council
Los Angeles Unified Schoo! District
California State University, Long Beach

Summer 1995
20 tesching fellows

Military science and engineering personnel or civilian scientists and
engineers in nationa! laboratories, defense-related, and serospace
industries who have a desire to start new careers in scicnee and
mathematics teaching.

The site of the pilot program is the Los Angeles Unified School District
(LAUSD) with emphasis on inger-city schools. Los Angeles was selected
because of its diverse student population and its proximity to military and
industrial sites whose work force needs are changing. LAUSD is the
second largest school district in the nation, representing 28 cities in Los
Angeles County. Based on 199192 figures, 12.5 percent of all students in
California public elementary and secondary schools attended schools in
LAUSD. Of those, 65.1 percent were Hispanic, 14.6 percent were

African-American, and 7.7 percent were members of sther ethnic minority

groups.

It is anticipated that the program will produce a cadre of successful
teachers and leaders in the Los Angeles schools. These future teachers
will work with master teachers to mode] the kind of teaching that
exemplifies standards-based teaching in science and mathematics,
Through a carefully-crafied, reform-minded program, these teachers will
fead the way toward lasting school reform.
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NATIONAL ACADEMY OF SCIENCES  NATIONAL ACADEMY OF ENGINEERING  INSTITUTE OF MEDICINE
DfFice af News wsd Public Infoemstion - 2101 Constingon Aveewe, X W, Washington, D.C. 20418 - (203} 3342138

Date: July 5, 1693
Contacts:  Maureen Shiflett, Director,
Defense Reinvestment Initiative
{71 721-2232
Chervl Greenhouse, Media Relations Associate
{202 334-2138, Internet <newsi@inus ede>

16 FORMER DEFENSE INDUSTRY EMPLOYEES NAMED
AS TEACHING FELLOWS IN RETRAINING PROGRAM

LOS ANGELES - Sixteen former defense mdustry professionals have bean selected to participate in
the Brst class of the Defense Reinvestment Initiative (DRT), a retraining program to help highly trained scimtists
and engincers make the transition to suscessful carsers as math and science teachers,

DRI is 2 five-vear pilot program of the National Research Council and the Los
Angeles Unified School District, supported by a grant from the 1.8, Department of Defense

Instruction for the first class of “teaching fellows® begins July 10 on the campus of Califoria State
University, Long Beach. After completing 13 months of training, the fellows are expected to begin feaching full
time i the: fall of 1996 at imner-city secendary schools in Los Angeles  This area was selected because of the
diversity of its student population and its proximity to military and industrial sites currently being downsnized.

"Qur intenition 15 1o create a mode program for teacher preparation that i based on

outstanding examples of science and math teaching, said DRI dirsctor Maureen Shiflett
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The 16 DRI fellows were selected from a candidate pool of 65 applicants. Their average
age 1549 Twelve of the fellows hold engincening degrees (electrical, mechanical,
chemical, or acrospace enginsering). The remaining fellows hold degrees in mathematics,
phiysics, economics, or compattr science. A roster is below

The fellows will be honoted at & peception on July 14 st the Arnold and Mabe! Backenan Center of the
Naticrial Academiss of Sciences and Enginering in Irvine, Calif

The Los Angeles Unified School District is the second largest school distnict in the nation, representing
28 cities in Los Angeles County. Based on 1991-97 figures, 12 5 percent of all students in Califoria public
elementary and secondary schools attended schools in the Los Angeles district.

The National Research Council is the principal operating agency of the National Academy of Sciences
and the National Academy of Engineering. Tt is a private, non-profit

institution that peovides science and rechnology advics under a congressional charer

{Internet availability: This news release is available on the WorldWide Web at <http://www nas odu>; via
Gopher at <gopher nas edu>; and via FTP at <fip.mas edw/pub>)

Ifal £hk
1995 DEFENSE REINVESTMENT INITIATIVE FELLOWS
NAME CITY OF RESIDENCE
Arocl Abad Garden Grove, Calif.
Ange! Golan Fountain Valley, Calif'

(2)
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Peter Goudeaux Wilmingon, Calif’
David Hasheminejad Westrinster, Calif
Brian Jerrems Van Nuys, Calif
Karl H. Kastan La Canada, Calif
David R, Landsverk Los Angeles
Nicholas Layana Fullerton, Calif.
Dennis Mears Irvine, Calif.
Lawrence B. Molnar Yucaipa, Calif.
Benmuig Murray Los Angeles

Perev Pimo South Gate, Calif
Juseph Poodiack Los Angeles
Irene Preston San Dimas, Calif.
Willigm Speight Lynchburg, Va,
Dicgo Zamora Long Beach, Calif

{3)
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PUBLICITY ABOUT THE DRI PROJECT

1372194 “Idled Scientists, Engineers to Be Retruined as Teachers”™ by Amy Pyle,
Times Education Writer. Las Angeles Times
12732794 “Aerospace Workers to Become Teachers” by Susan Pack, Staff Writer

Long Beach Press-Telegram
1298 *Defense Department Funds Five-year Retraining Program”™ Chemical and
Engineering News
116595 “Engineers Recruited as L. A Teachers” by Robert Bellinger, Electronic
Engineering Times
1/18/35 “Putting Peaple to Wark: Calif Trains Idle Professionals™ Dely Report
Curd
1123195 “Unele Sam Wants You to Teach” The Scientist
127193 “Pentzgon, Academy Join Forces on Education™ Science
055 “Retraining from Defensa to Education™ Mathemarics and Technology
Magazine
212695 “Seientists 1o Teachers™ a radio interview with DRIAB member Amelia
McKenng and DRJ Director Maureen Shiflett on Points of Light, KTWV Radio, Los
Angeles
5195 “Qut of the Lab and Into the Classroom™ by Erik Kreifeldt, Optics and
Photonics
7125095 “Aerospace Workers Landing New Careers™ by Diane Seo, Times Staff
Writer, Los Angeles Times

820495 “A Resraining Program That Adds Up”™ Editorial in Orange County
Perspective, La;.{ngefes Times

1117/95 “Retraining Program Turns Displaced Scientists and Enginesrs Into
Teachers” by Steve Blazak, UTLA Communications Specialist, United Teacher

12185 “Turning Engineers into High School Teachers™ by Rache! A. Schwartz,
ASEE Prism

196 “Program Aims to Transform Sward Makers into Teachers™ by Maureen
Shiflett, National Defere

/56 “Teachers at Heart™ by Samuel C. Florman, Technology Review

*A fist of known publicity about the DRI project
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1dled Zclisotists, EBuginesrs to Bs Retrained as Teachars

Bducation: U.5. to announce §S5-million program for laid-off -personnsl. Thaey
would give math and scisnce lessone in inner-city schools.

Los Angeles Times - WEDNESDAY Decasber 21, 1994

By: KXY PYLE; TIHES EDUCATION WRITER

Rdition: Howe Bdition  Sscticon: Matro Page: 1§ Pt. B Col. §

In a program concelved as & national model, the U.5. Departoent of Dafanse
will anncunce today a new 55-million program to retrain laid~off sciantists and
sngineers for t#aching carsers in Los Angeles’ lannac-city high sehoola.

The first 20 “teuching fallows” will be salected in the coming months and
sunmer should begin thaly studies=<a specislly tallored vosbination of
classwork out of Cal Stats Long Beach and hands~-on exparisnces with santor
teachers in Los Angelss Unified School District. Tha trainses are expected to
sarn full credentials in tise to start working as teachezrs in the fall of 1956,

Although some displaced defanss industry workers Bave turnsd to teaching,
occasionally supported by grants and progrims, this is the largest commitment to
g:u i: goverramnt funding almed at retraining for teaching careers in & specifie

strict.

- OGrganiesrs hope that the Scisntists to Teachars Projsct will provide the
sead for widespread improvessnt of asath and acience instruction in Los Angelas’
public sehool.

“this i & lot more loportant than just producing sose oore taachers,* sald
Bruce W. Alberts, chairman of the National Raesearch Council, a private sonprofit
crganization that will coordinate the program. *We hope {(the fellows: will beccas
leadecs and sdvocates for science and sath reform.*

Las Angales was selected for the project becausa of lts ready supply of
laid-off sarospace, defenss industey and aellitary workers, because of tha
diversity of ite student population and bacause the deirth of mach and scisnce
twachers virtually ensures employment, Alberts said.

The project will cover all sducational costs for the fellows and pay »
§32,000 stipend during the instruction period. There i# no requirement that
the naw teachers xemain in the inner city. But the program will provide
ps;;:tuﬂiimi developeant and mantor activities for two additional years for thoss
who stay.

Although Cal State Long Beach will be tha site of the first year's program,
it may spread to other colleges and universitiss sext yesr, when another 40
fellows ara sxpected to be accepted.

Los Angeles Unified administrators grested the projstt with enthusisse and
applauded the decision to focua on Lnner~pity schools, where they find it
aspecially difficult to recruit and petain well-qualified teschars.

*One of the major obstacles that we hiave is bhat thers are ot ssdugh
tralned teachers Ln matheaatics and sciences,” sald Assistant Supt. Amelis
MeKsnna. “Any avenus that will help us bring to the district pesople with this
sxpartise is very attractive to us.”

Althcough stronyg in their knowladge of science and math, what the former
professionals may lack is the ability to work well with teenagars, HoRsnna said,
To addrass that, projsct coordinators said they will look closely for applicants
with sttributes that might help the fellows thrive in publie
achools.

*Unquestionably they are very capables psople, but they acs not accustomed
to the bahavior of 10th~graders,” said Bob DeVeies, dizector of a sisilar program
at Cal State Domingusr Hille.
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DaVries’ progras began with financial wupport from four defenss firms but
is now funded through the Department of Labor as one of several coptions offered
1ald~off asrcapace workere. Anothar national program, Troops to Teacharcs, focuses
on getting retired military personnsl into classroons. Yat another provides
sducationsl support for sx-saployess of the Lawrsnce Livermors Laboratoriss in
Morthien California who want to teach.

Harry Gray, & Caltech chewmistry profsasur and chiirman of the Scisntists

to Teachars advisory board, ssid the Los Angeles projsct should be wiewed as an
experimant, not a well-resssrchad solution.
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The Urban Teacher
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change occurring through time-
tested personnel hiring and
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1.

A BRIEF REVIEW OF THE RISTORY AND DEVELOPMENT OF TEE

LREAN TEACHER SELECTION INTERVIEW
By Marsin Haberman
University of Wisconsin, Milwaukee {February, 1991)

Beraesn 1958 and 1961 as part of my work supervising student teachers in a fiith
year, masters level program offered by Teachers College, Columbia it the Harlem schools
of New York City, I reached the foliowing conclusions:

Teacher education is ot 2 gzncﬁc process. The prepatition of
teachers for wrban, multicultural schools 5 a d:stmc'wc
emerprise,

Mature college graduates who are adulls with work apd fife
experiences 2re more likely 1o be successful in urban schools
than traditional students in undergraduate prograns.

Selection is significantly more important than training. It s
easier and wiser (0 select people with attribures that will enable
them to succeed in metropolitan schools than it is 10 expect that
individuals who might be sexist, racist, uncreative, uninterested
in the world of ideas, rigid, moralistic, humorless, or fearful wili
be transformed by virme of completing a traditional :ea:her
education program.

Urban teacher preparation actually occurs in schools, with
children, while functioning in the role of teacher with the help
of 2 coach or mentor and not as an undergraduate in a generic
tzacher education program.

Since exczedingly few college faculty have ever taught in urban,
multicultural schools, the best weacher educators are practicing
tlassroom teachers who are effective with urban children and
youth.

During this period I thoroughly reviewed the literature related to the MMPI
(Minnesota Multiphasic Personality Inventory) as well as ather personality tests. Two of my
mentors at the time were Irving Lotge and Robert Thorndike who helped me ses that
written tests of personality could not predict who would be an effective tzacher and that it
was conceptually not reasonable 10 expect personality dimensions to remain constant across

~ different school situations. Previously, A. 8. Barr and his doctoral students at the University
of Wisconsin Madison in the 1930s and 1940s had also attempted to identify universsl
teacher attributes that would predict success but they could not, excepe in general
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relate teacher traits to pupil outcomes. By 1960 David G, Ryans of the University of Texas
had captured the imagination of teacher educators with his exhaustive analysis of what
makes a good teacher, Ryans' conclusions were stated as personal characteristics such as
humor, enthusiasm, creativity, ete. which not only reflected persanality dimensions but also
attributes which began to relate to the work of the teacher. But the issue remained: Are
these teacher characteristics which can be reasonably taught to large numbers of
undergraduates in teacher education programs, or is it more reasonable to select and
prepare individuals already predisposed 1o manifest these characteristics?

At this same time Robert K. Merton presented a sociological analysis of professions
in which ke put forward the concept of mid-range functions. In Figure 1, I have applied this
concept to the task of predicting teacher success. At one extreme (Jeft) are psychological
approaches which purport to identify personality traits that individuals can be expected 1o
demonstrate regardless of the situations in which they are placed. At the other extreme
(right) are the situational demands of teaching as it is practiced in a specific school or
institution. Merton argued that both extremes were dysfunctional It is pot possible to
generalize from personality dimensions 1o how individuals will behave across the range of
school situations they may encounter. We all know "shy,” "aggrassive,” and ather types of
teachiers who might be successful in some schools but not others. Mﬂwothgrmme.n
is also useless to attempt to specify the precise behaviors required of effective teachers in
a given situation. The numbers of such behaviors become too large for purpases of either
teacher training or evaluation. memph,ﬂwSumctWﬁmmmmmvmmmd

227 effective teacher behaviors and many more tmghxbe generated if specific situations were
fully examined.

To negotiate between thwc extremes Merton advocated that each profession develop
mid-range functions, that is, clusters, chunks, or groups of behaviors that particular
practitioners must demonstrate in order to be effective. These are relatively small in

number and while they manifest an individual’s personality, they are sufficiently bebavioral
so that observers can identify what effective teachers do.

Figure I BASES FOR PREDICTING TEACHER SUCCESS

! Personality Traits Situational Demands B
(What are effective, {1 Mid Range Functions (What behaviors wonld be |
constant teacher effective for all teachers in

| characteristics?) a given situstion?
2
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Identifying the Mid-Range Functions

Ohbserving 124 student teachers over a thres year pariod in New York Ciry sehoals
(1958-1961) enabled me to identify 18 "Stars™ and 14 "Fajlures” "Slars” were those
individuals defined by all supervisars and cooperating teachers as equal to or better in
performance than satisfactory, experienced teachers after only the first few weeks of thgir
teaching. "Failures” were those who ail others (cooperating principals, teachers, and college
supervisors) agreed should not be teaching and who screened themselves out of 1zaching.
By comparing these extremes, eight mid-range functions were identified: organizational
skills, stamina, creativity, buman melations, planning, discipline, teaming, aod self analysic.
Comparing the parformancs of these functions seemed t0 accoum for the difference between
“Stars” and "Failures.”

In 1962 1 began to further refine the process of identifying mid-range teacher
functions and trying to translate them into questions that might be uwsed in selection
interviews. If we could identify potential success in wrban teaching by wing an interview,
much time and effort might be saved and much inconvenience might be avoided. Individuals
with high potential for urban teaching and with satisfactory undergraduate GPAs might be
screened into reacher education while many others, also with satisfactory GPAs, might be
seresned out. Most of all, children and youth would not have their time wastedl In the
waditional situation of utiizing inappropriate selection criteriz, children and youth are, in
effect, used as the screening mechanism. Onee &n individual has an appropriate skills level
(approxdimately 8th grade reading and math levels are required in most states) and a
satisfactory GPA in university study, there is no further sereening undl sfhe acrually falls with
¢hildren and youth. Fifty percent of beginnirig teachers fail or quit in their first 3.5 years
of urban teaching. As a result of this non-sysiem-of selection, it is children and youth wha
serve as the actual selection process. Because GPA, skills tests, grades in student teaching,
and personal references are the typical selection criteria currently in use and because these
criteria do not predict effectiveness in urban schools, we have 2 revolving door for teachers
in urban districts. Children and youth most in need of greater stability in their lives are most
likely to experience the most teacher tumover.

The first selection intandews were conducted in Milwaukee in 1962 1 had been
asked to develop a fifth year intern program for liberal ars graduates to become teachers
in the Milwaukes Public Schools. The mode]l we developed became the National Teacher
Corps in 1965, In these 3 years (1962-1965) 108 interns were admitted and followed through
their frst year of wacher practics. In this period we refined interview questions to mare
accurately reflect mid-range functions that distinguithed between putstanding teachers and
failures. We evaluated the interview instrument by checking our initial predictions against
how interns actually performed in their subsequent teaching. In this three year period the
interview was a research tool for evaluating predictions and not actually used to serzen

~ people in or out of the program. The 108 admitted (on traditional criteria) were then
ranked by two interviewers in terms of how well they did on our inierview., The following
scheme was used 1o categorize our predictions.

-
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Figure 2
Star \
High High

Low
Average | High

Low zl
Failure '

The comparison of "before” assessments based on our interview against “after”
evaluations based on actual teaching performance can be seen in Figure 3.

Figure 3 COMPARISON OF ORIGINAL INTERN INTERVIEWS WITH ACTUAL

PERFORMANCE
| Stars 17 o
High 43 51
_Average 36 %
Failures B 13
Total 108 Jos 1

Qur operational definition of an error was the following:

L Assessing any individual as any category other than Failure who subsequently
fails,

z Assessing any individual as a Failure who subsequenitly achieves any higher
level in practice. '

3, Misplacing a candidate by more than one category. This means that a person

assessed as a Star who proved 1o be High would not be considered an error
ufiless he proved to be Average and vics versa.
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Defining these misassignmencs as misigkes, we made 3 errors on the fust 108 candidares
Interviewed.

"Performance” was operationally defined as the sum of the evaluations of those who
had actually observed and supervised the intems: the cooperating reachers, principals, and
tollegs supervisors. The self evaluations of interns were also considered.

Beginning in 1966 the Urban Teacher Sclection Interview was used to select college
graduates for the Milwaukee Intern Teaching Program. Al the time of the program's
termination in 1973 approximately 1,500 interns had completed the interview and the
program.

Interviews were always conducted by two professionals: one faculy member
representing the School of Education of UW-Milwaukes and one representative of the
Milwaukee Public Schools, usually a central office supervisor. During this period several
classroom teachers who served as cooperating teachers were also trained to conduct the
interview and to serve on the two-person interview teams.

In the eleven years the program was operational there were five different Directors
who ntilized different pairs of individuals to conduct these selection interviews. In every year
Directors reported less than a 3 percens ervor between prediciion and performance. As training
of interviewers has become systematic, this eror has dropped 10 approximately 1 percent.

The Chicago Trials

In 1966, the Great Cities Research Council was comprised of fifteen great cities each
represented by its Superintendent of Schools and the Dean of the School of Education of
& major teacher preparation institution in each of the cities. Superintendents frequently
invited their deputies to represent them at these mestings and Deans were sometimes
represented by a designated faculty member. At that time, Milwaukee was the thirteenth
largest school system and [ attended these meetings asa representative of the UWM School
of Education. Evelyn Carlson was the Associate Superintendent of the Chicago Public
Schools and was also a frequent attendee. As is common during many periods, the Chicago
Public Schools was short of regularly prepared, centified teachers. In 1966, approximately
1,000 college graduates without teacher preparation were hired and appointed on
probationary licenses. With the help of Ms. Carlson, I followed-up this population. In May
of 1967 there were only 167 of these individuals still teaching. We interviewed this
population and discovered that they had not all survived their first year on the job (with no
special help or supervision) because they were particularly effective. Indeed, most of them
were "strong, insensitives.” Comparing our interview against the ratings of supervisors, we
found Jess than 2 5 percent ervor.
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Figure 4  PREDICTING THE SUCCESS OF CHICAGO FIRST-YEAR TEACHERS
WITHOUT TEACHER PREPARATION (1967)

CATEGORY | INTERVIEWs | EFFECTIVERESS
~ Stars = 16 19
High 4 88
Average 74 490
Failures 18 | 20
Total 167 167
. Modification in Questions

At this point it would be useful to review the nature of the interview questions and
how they were transformed and refined as a result of the numercus trials, First, it must be
recognized that two of the most critical Mid-Range Functions have never been utilized in
the interview because we have pever been able to develop questions which adequately assess
or predict their manifestation in subsequent practices: these are, organizational skills and

Organizational skills refer to the myriad of ways in which Stars sysiematize their
classrooms and the rules they set up fo govern pupils living together on a daily basis. These
organizational skills refer to how materials are stored and used, how equipment is used and
cared for, seating arrangements, the allocation of time, procedures for passing in work, pupll
movement within and outside of classrooms and the pumerous other procedures which
successful teachers organize effectively and which unsuccessful teachers find to be a
continuing source of problems and disruptions.

Stamina refers to both the physical energy required of thass who teach all day, every
day and the emotional strength required to withstand the unending shocks to the psyche and
emotions as one deals with pupils of boundless energy wha are frequently hungry, without
adequate medical or dental attention and frequently uncared for or mistreated. For
educators to strive to do their best and not succumb to helpless pity or be overwhelmed by
their pupils’ unmet needs requires much physical strength and strength of character,

In over thirty years of comparing Stars and Failures, two truths have remained
constant.  First, there are no Mid-Range Functions more critical 10 the success of an urban

* teacher than organizational skills and emotional/physical strength. Second, there are na ways
we have ever devised which will enable us to interview individuals and predict their

6
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organizational skitls and stamina. These functions seem 10 be beyond our ability 1o cragie
interview guestions.  Fortunately, there are seven other Mid-Range Functions for which
interview questions have been developed and refined and which do predict subsequent
sucs2ss in urban teaching, Following i5 a brief review of how the orgingl Mid-Range
Functions were clarified and refined as a consequence of the iterative process:

Creativity was originally used to deseribe the first Mid-Range Function. We scon
sealized that successful reachers demonstrated more than alternativeseeking behavior, They
were manifesting problem solving skills; the ability 1o define and evaluate as well as the
ability to generate options. After a few years we realized that we were also seeing teachers
demonstrate these functions with tanacity and comimitment. In recent years we have used
the term "Persistence” to denote both the creative and problems solving Functions and 1
emphasize that the work of the teacher requires their continuous application. As used in
our interview, therefore, "Persistence” refers 1o the total process of continually seeking
solutions to never<nding problems.

The second Mid-Range Function was originally identified as human relations skills
and referred to the effective teacher’s ability to get along with other adults, colleagues, and
administraters in the school setdng. Through subsequent trials this skill was refined further
since substantial numbers of Faflures were sometimes ked by other adults, The epiueal
dimension here is not popularity or "getting along” but how effective teachers protect their
pupils’ right to learn in situagons which may be contrary 1o school rules or norms. This Mid-
Range Function is particularly relevant in urban schools which are highly bureaucratic and
overly organized. To better pinpoint the function the term became clarified as "Respanse
to Authority” and refers to the effective 2acher’s willingness o support student learning in
the face of or even against school policy.

The third Mid-Range Function refers to the effective teacher’s ability to apply
generalizations about teaching, keamning, and development of his/her particular classroom.
Originally, this function was termed "planning” but by the iterative process of wial and retrial
it soon became clear that what was meant was beyond traditional notions of teacher
planning. Successful teachers were consistently distinguishable frowm failures by their ability
10 apply principles to practice, or to generalize from their practice about the principles they
were demonstrating,

The fourth Mid-Range Function evolved into two parws. Originally labeled discipline,
it svon berarme evident that what wis theant was the effective teacher's ability ta not blame
the victim and accept accountability for teaching all chiidren. At the same time effective
urban teachers realize they cannot Jove every pupil but are still responsible for teaching even
the less lovable and especially the unlovable.

) The fifth function was originally termed "teaming”, then "bureaucracy”, and finally,
"burnout” This evolution refers to the continuing distinction betwesn Suars and Failures o
explain and act on their perception of the causes and cures of low teacher morale.
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The final function was originally termed self-analysis. This has evolved into fallibility
to more adequately account for both the ability to study one's behavior and motives and to
recognize and accept oneself and others as human beings.

In sum, the actual Mid-Range Functions have not changed. The original distinctions
between Stars and Failures have remained constant. What has been refined through the
numerous trials and validations of the interview over the years have been the terms used to
identify the Mid-Range Functions and the guestions used in the interview to get at these
functions. Figure 5 summarizes the original and current terms used to denote the seven
components of the interview. The interview documemt itself and its accompanying
procedures of administration further clarify this development.

For a more complete explanation of the Mid-Range Functicns, see “Interview
Questions to Accompany the Urban Teacher Selection Interview Continua®™ and the “Urban
Teacher Selection Interview” itself

Figure 5 ORIGINAL AND CURRENT TERMS FOR IDENTIFYING MID-RANGE

FUNCTIONS
| ORIGINAL CURRENT
| 1. | Crestivity, Problem Soiving | 1. | Persistence
{0 | Buman Retations Skilts. | 1L - [ Response t0 Authority
| M. | Planning IL | Applicstion of Generalizations
IV. | Discipline IV. | Approach to At-Risk Students
V. | Perscnsl/Professional Orientation |
V. | Teaming VL | Burnout I
{1 | seltanalysts VIL | Fallibility |
Scoting

The interview is not scored by assigning points. Each interviewer places an X on
each of the scven continua, At the completion of no more than three interviews both
interviewers discuss and agree upon a ranking of the three candidates. The candidates are
not only ranked but also assigned a category (Star, High, Average, Failure, as in Figure I).
Each subsequent set of three interviews requires the interviewers to fit the additional 3

" candidates into the total rank order and to place each candidate in a category. Both the
ranking and categorization of candidates is done by discussion and mutual agreement
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perwesn the two interviewers. If the interviewers agree that a candidaie goes off the
extreme left on cny continuum on any one of the seven functions, the candidate is considered
ta have failed. The seven functions are divided into two subparts yielding 2 total of 14
cantinua. Bach candidate must, therefore, avoid being rated on the exreme left end of any
continuum on all fourteen subpans. Again, the basis of this procedure is the teaching
behavior of succassful Stars as that behavior is distinguishable from Failures. It is easy (and
appealing) for readers w simply "Teel” or "believe” that they agree or disagree with these
functions and overlook the basis of their derivation.

Aore Recent Developrents

Urban school districts, particularly those in states with alternative certification, have
used the interview to help select college graduates without teacher training as beginning
teachers. This is the population and purpase for which the intenview was developed and it
fmost appropriate use. In some cities candidates selected as teachers also bawe coaches or
mentors to help them and in some places there is also supporting coursework. In many
cities both on-site coaches and some classes are offered to beginners. 8o long as the
individual being interviewed is a college graduate and the teaching position sebsequently
performed is in an urban school, the interview is being used with the population and for the
purpose it was developed.

Teacher educators in "regular” university teacher education programs have jong
requasted me to apply this insTument to the prediction of success in student teaching in
urban schogls with undergraduates. [ resisted this pressure for many years because student
teaching seems to me to be an inadequate criterion of effecdveness. It is possible for 2
poor, even inadequate student teacher 10 appear bettxr than sthe really s because the
classroom is actually set up and managed by someone else—a cooperating teacher. Itis, in
effect, not a fair test of the student teacher and, therefore, an inadequate criterion for
judging the interview’s ability to predict success. A seeond reason for my reluctance is the
relative case of the student teaching experience when compared to the extracrdinary
pressure on a beginning urban teacher without any teacher training. If T have an instrument
which predicts who can swim across Lake Michigan, [ would pot consider it a fair test of the
instrument to use it to predict who can swim two laps of an indoor, heated pool. Major
differences in degree create 2 new order of activity. Swimming is not swimming. Teaching
i not waching, ‘

I first attempted to try the instrument "against” subsequent success in student teaching
int Fal! 1985 with a group taught by Jack Stillman in the School of Education, UWM. At this
point | began using Dr. Linda Post zs my interviewing pariner. We interviewed, categorized,
and ranked 14 of them. Professor Stillman's personal judgment of haw well the student
teachers achieved was the criterion of "success.” He ranked and categorized his students at
the end of their student teaching, The results were s follows: we concurred on the single
Faflure; and disagreed on the number of Stars (2 versus 4}, Our rankings were essentially
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identical with his caregorization being somewhat higher; that is Stars, including Rank 4 and
Highs, extended several ranks deeper into the list. Given the ways errors in categorization
are calculated, this trial was 100% accurate. (See Figure 3). 1 then undenook several
subsequent trials with undergraduates in regular programs against the criterion of college
supervisors’ ratings of success in student teaching,

We also contducted two trials with student teachers in Exceptional Education. One
group had 22 and a second 26. With the exception of one disagreement by interviewers,
there was 100 percent prediction against the final evaluations of student teacher supervisors.

Continuing with Dr. Linda Post as my interviewing partner, we began a summer
program in human rélations training for undergraduates in University of Wisconsin System
institutions. These students were required to take ¢lasses but, more importantly, to work in
the summer schools of the Milwaukee Public Schools for six weeks. These were all
undergraduates, mostly sophomores, having their first direct experiences as well as their first
urban, multicultural experiences.

The criterion of success was the judgment of college supervisors regarding students’
interactions with children during this six week period. In Summer 1989, we ran a wial of 22
students. In 1990, we interviewed sixteen. In both cases there were minor differences
between our initial ratings and subsequent practice. These differences merely refer to how
deep into the rank order a particular category (Le., Star, High, Average) went into the list.
In effect, the supervisors’ ratings were somewhat higher than the initial interviewers”. In
both years there was again 100% predictability between the initial interview and subsequent
practice. This means, as errors in categorization are caleulated, there were no Failures
overiooked and no individuals whose categorization was miscalculated by more than one
category.

Sporadically, since 1985 there have been individual and & small groups of student

teachers (up to five) who we have interviewed aw:i compared against their subsequent
student teaching success.

These trials with student teachers are of Little interest to me. As noted earlier, the
fact that we have been totally accurate in predicting their "success® has in no way convinced
me that student teaching is a worthwhile criterion to use since the large number of student
teachers who are judged to be "A” and who subsequently fail in urban schools is too large
to ignore. The almost total dependence on the cooperating teacher makes this experience
a flawed model of preparation for urban teaching.

Costs and Training

Unlike instruments thought to be comparable, there is no per-interview cost to the
school district or institution that chooses to use this interview, Consultant companics
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srrsaily eharge a3 much as $3.000 for 3 towal processing of each cancdidaie {or 2 pusition

%

Th aniv costs involved in using this interview i the waining of the interview pais,
nig LU 51 day in which the trainees are trained 1o guestion and score candidates on
sch of a?«c mad -range continua. The trainees lmam 2nd pracucs with carefully d::vci@pcd
ddentapes and eoached by avthonzad trainers in the precise way of asking the cusstions,
{emting proficiency & the conclusion of the training enables all certified inenviewers 1o have

unlimired use of the interview with na addinpnal con. All persons, wanting to use the
interview correctly, must becoms cenified interviewers by successiully completing the
authorized mraining session. Follow-up and up-date wraining sassions are scheduled and
announced as needed,

. it w§

?

Larest Develoomens

Saveral urban schoot districts are currently invelved in using the interdew with adult
college graduates hired as wachers in states with alismmanve ccmﬁca*.ea, Thess wials are

ongoing and provide continuous fesdback regarding questioning techniques and interviewer
TRINING,

[ work closely and personally with the Urban Teacher Edycation Program in the
schioot districts of Gaw, East Chicago, and Hammond, Indiana. In thess districts the
interview is being wied with college graduates in an experimental certi Geation program.
: These trials will also yield valuable data

At the University of Wisconsin-Miwaukee we currently have a uial group of 21
collzge graduates who are 21l minorities. When these indp viduals begin teaching we will have
another valuable data set

In sum, the interview has evolved for ower thiry-twa years spanning four decades of
change in urban schools in cites across the United States.

The precise wording of questions used in the imsrview continue to be refined. The
zctual Mid-Range Furctions performed by successful urban teachers remain constant.

87

puge

G Haberman Interview, pp. 75-89

[ Top of Page] [Home] [ContactUs] [Help]

http://books.nap.edu/books/NI001000/htm1/87.html 9/5/2002




Nat'l Academy Press, Final Report to the U.S. Department of Defense on the Defense Reir... Page 2 of 3

Elidarm

B:1%am

9:00am

9:3lam
9:50am
10:10am
10:20am
10:40am
11:00am
11:20pm

11:40pm

12:00pm

TRAINING WORSKSHOP FOR THE HABERMAN
URBAN TEACHER SELECTION INTERVIEW

AGENDA
Sign In, Coffee, Reading of A 8rlzf Review of the History and Developmen: of
the Urban Teccher Selection Intervies

Opening Remarks, lee Breaker, Signing of Professional Agresmeng
Dustribution of Training Manual

Discussion of A Brief Review of the Hisipry and Development of the Urban
Teacher Selection Interview

Mid-Range Function I Persistencs

Mid-Range Function II: Response to Authority

Break

Mid-Range Funcdon II: Application of Geperalizations
Mid-Range Function IV: Approach to Aj-Risk Students
Mid-Range Funedion Vi ParsonalProfessional Orisntation
Mid-Range Fencton VI Burnowt

Mid-Range Function VII: Fallibility, Review of all T Functions, Small Group
Interviswing Assignment

Lunech

Small Group Interviewing

Guided Practice Interview, Debrisfing of Guided Practice
Break

Proficiency Test #1, Evaluation

Proficiency Test #2 [if neaded)

Reflections
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BIOGRAPHY OF MARTIN HABERMAN
*»

De. Masin Haberman s # tacher educator who has been directly ar indirecily involved in
$hagming every major development in Amerniean teacher education over the past thiry years.
These inchede developing:

* Some of the ocginal MAT programs for liberal arts graduates, ,

* The NCATE standards for accrediting schools and colleges of Education:
‘ The training of teacher trainers (TTT) program; v

" Prafessinnal Development Certers planned and aperated by teachers;

* Various forms of aliernative teacher certification programs; and ' ,.

* Specific programs for recruiting snd preparing more blacks and Hispanics.

Martin Haberman grew up in New York City. His formal edugation includes bachelors and
masters degrees in sociolozy from Brooklyn College and New York Usiversity. These were
followed with a second masters and a doctorate in Education from Teachers College
Columbia University. It is clear that his advisor, Florence B. Stratemeyer, heiped shape his
commitment ty educating 2 free people.

In addition to an extrernely long list of publications (7 books, 38 chaptars, 120 aﬁniciss) and
numerous research studies, Haberman has engaged in some divergent wnm‘b!‘unﬁns. Thase
include his extensive use of media~particularly radio~in reaching teachers, six years as the
Editor of the Journa! of Teacher Education, and eleven years 252 dean in the Umvcmtygxf
Wisconsin trying to apply the successes of extension in rural Americz to the problems of life
in urban arzas.

Professor Haberman has served on eight editorial boards. He bolds several awards for his
writing, 2 Standard Ol Award for Excellence in Teaching, 2 special award fmt;; The
Corparation for Public Broadcasting and AACTE Medals for offering a Hunt Lecture and
the Pomeroy Award (1990). In January, 1989 Rhode Istand College awarded “him 2n
honarary doctorate. He is 3 distinguished member of the Association of Teacher Educaton
and a Laureate member of Kappa Delta Pi. The wost widely known of his t{wa]ﬂgﬁmcn&
wag The National Teacher Corps, which was based on his intern program in Milwaukee g;{d
which brought hundreds of thousands of college graduates 1o }sxban schools all over
America.  Currently, his developmental efforts are focused on helging to resolve the crises
in urban schools serving twelve million at-risk students. By wt;rir.fng directly with ma‘::zscr
unions, school districts and university researchers, he is dnmonggaﬁmg new fﬁtt‘mi of team:‘:‘f
preparation based on practice and coaching rather thanon traditional university coursework
il succeseful, these research-demonstrations will radically alter the namure of tescher
sducation and centificasion in Americs.

. ek i . < ¢
Professor Haberman's work represents a continuous effort to make lhc‘_prc;mrawzm? of
teackers nat oalv more effeciive, but also more relevant 1@ schoals ina multeatvural sa«:s:‘:y

p i 3 sea Ry sty
I effecy, his career has been an effort to transform teacher edutation inta an sy urnamalily
willy redesming social sigaficance,
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